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Abstract: 
Effective peacebuilders often possess core attributes that enhance their efficacies in 
the workplace. These are sometimes developed over time through work experience, 
but are most often acquired through training programmes. Rotary International 
(Rotary), working in partnership with a number of leading universities, has invested 
heavily in such a programme. The question this study seeks to answer is “How 
successful is the Rotary programme’s contribution to the training of Peace Fellows 
as effective peace builders?” To date there has been no similar investigation of 
attempts to train professional peacebuilders. An initial exploration of the Rotary 
programme, its history, organisation and aims, draws upon a document 
analysis.  Data used to evaluate the programme’s success in training peace builders 
derives from an online census survey of all, and interviews with a purposively 
selected sample of, Peace Fellows, who graduated from the programme between 
2004 and 2012. Interviews with a small number of potential employer representatives 
augmented the data. 
Rotary believes that, it can identify and recruit potential leaders. And then, through 
its worldwide network of clubs and working with partner universities, train and equip 
them with the requisite peacebuilding knowledge, skills and abilities – the core 
attributes. Once trained as peace builders, Peace Fellows can return to their 
employing organisations as efficient champions of peacebuilding. It is a laudable 
goal. The current research shows that, on its terms and in the view of those who 
have gone through it, the Rotary programme is doing well in delivering training. The 
nuances in the evidence presented, though not statistically significant, indicate that 
the programme does not deliver uniformly to all Peace Fellows. Also, circumstances 
both during and after the fellowship affect experiences and perceptions of Peace 
Fellows about the programme’s success in grooming them to become effective 
peace builders. 
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The results of this study contribute to efforts to train professionally peace builders by 
identifying and presenting training experiences and perceptions of former Peace 
Fellows. The research findings offer practical insights into the Rotary programme 
and how it delivers on training. The thesis contributes to the significant gap in the 
peacebuilding literature, especially the lack of attention given to the professional 
training of peacebuilders and its attendant issues.  Moreover, understanding the core 
attributes required by effective peacebuilders is a first and necessary step towards 
developing effective training models for preparing professional peacebuilders.
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Chapter 1:  Introduction  
1.1 Introduction  
War cannot go on forever. Peace must and shall come. The years ahead 
reserve for Rotary a most difficult and arduous task. To heal the wounds of a 
war ravished world. To substitute for hate, mutual understanding, and 
tolerance. To create affection where rancor exists; to change enemies into 
friends and replace excited passion and armed struggle by goodwill and 
international peace.1  
A great deal of human suffering in the world is attributable to violent conflicts, 
political instability, or unjust policies and practices. Every day, the media is inundated 
with news and information about people dying in conflicts and wars around the world. 
According to the Uppsala Conflict Data Programme (UCDP), wars are defined as 
conflicts claiming more than one thousand human lives (Guha-Sapir and D'Aoust, 
2011).  This Programme records ongoing armed conflicts since the 1970s. The data 
set shows that casualties were slightly over sixty thousand in the last ten years 
(Themnér and Wallensteen, 2014: 543). These figures do not include 2013-14. We 
could have higher casualty figures considering that the armed conflict in Syria has 
intensifying since it started in 2011, the advent of the Islamic State in Syria and Iraq 
and the standoff between Russia and Ukraine.  At the same time, the UCDP data set 
show that six peace agreements were signed in 2013, an increase of two compared 
to 2012. In the last ten years, armed conflicts fluctuated between thirty-one and 
thirty-seven. Moreover, out of thirty-three armed conflicts recorded in 2013, seven of 
them were wars (Themnér and Wallensteen, 2014: 541). The decline in the number 
                                            
1 Paul P. Harris, the Rotarian (1942). Paul Harris is the founder of Rotary more than 100 years ago. 
25 
 
 
 
of armed conflicts and the increase in peace agreements imply that peacebuilding 
efforts work, but that effectiveness varies (Grasa and Mateos, 2010).  
Rotary made a multimillion dollar investment in the training of Peace Fellows whom it 
intends will become an army of peace builders and change agents. Training peace 
builders is one of the organization’s ways of contributing to peace, goodwill and 
world understanding. Rotary established a trust fund to raise $125 million by June 
2017 to ensure the Rotary Peace Fellowship (RPF) programme sustainability. Rotary 
has also put plans in place to cover any short-term funding gaps for the Rotary 
Centres for International Studies (RCISs) at partner universities. Committing large 
amounts of money to train peace builders shows Rotary’s seriousness and 
commitment to contribute to peacebuilding. However, we know very little if anything 
at all, about the success of this programme in training Peace Fellows to become 
effective peace builders. This thesis addresses this gap by evaluating the success of 
the RPF programme through the prism of former Peace Fellows.   
1.2 Research Question  
The research question I ask in this thesis is how successful is the RPF programme’s 
contribution to the training of Peace Fellows to become effective peace builders?    
1.3 Research context  
Practitioners and scholars have developed a variety of approaches and methods to 
respond to the increasingly multi-faceted and complex conflicts facing the world 
today (Barton et al., 2008). As a result, individuals and organizations have 
undertaken initiatives at various levels to address the risks of violent conflict and to 
work towards sustainable peace.  
Rotary has conceived training Peace Fellows to become peace builders as a means 
of achieving its goal of contributing to peacebuilding. Here, training peace builders 
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refers to a learning process supported by subject matter and pedagogies that 
explicitly address peacebuilding issues inherent in complex, uncertain, and 
sometimes controversial and sensitive situations. The process involves the 
acquisition of knowledge, skills and abilities (KSAs) and development of values to 
build capacities of peace builders and enhance their efficacies. Training as a 
transitive verb means to train or prepare somebody for a particular position or job. 
Often, this process has been referred to as professional development, especially in 
the teaching profession (Richardson and Placier, 2001). However, using professional 
development is problematic in peacebuilding because it is not a fully-fledged 
profession. Peacebuilding does not have an accrediting body, code of conduct or 
agreed upon core KSAs for effective peace builders. The key problem is a lack of 
consensus about (1) what peacebuilding is, and (2) what its core KSAs are.  
Attempts to evaluate the training of peace builders have hitherto focused on a limited 
dichotomy between success and failure. Furthermore, the current literature on 
peacebuilding has largely failed to address the training component of peacebuilding. 
The Recent scholarship emphasizes efforts to build consensus on core attributes 
required by effective peace builders (Carstarphen et al., 2010a). However, these 
efforts remain largely uncoordinated and, as yet there is no consensus about 
standardised KSAs that effective peace builders require.  
The conceptualisation and measurement of success in peacebuilding training 
programmes is debatable.  The United States Institute of Peace (USIP) conducted 
research on graduate education and professional practice in peace and conflict 
resolution in 2010. Its findings revealed concerns about the inadequate preparation 
of students for practice when they graduate. Many of these concerns revolved 
around opportunities to put theory into practice and how to apply theoretical 
knowledge to real-world practice (Nike, 2010: 2). Similarly, Peter Mayo  (2003) 
argues that training peace builders through graduate peace and conflict studies 
(PACS) programmes should provide for flexibility and adaptability, especially when 
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trainees return to the workplace. As part of the efforts to build consensus on 
peacebuilding core attributes, the USIP report identified attributes mostly 
emphasized in the PACS programmes (according to faculty and staff), and those 
emphasized by employers.  
Baltimore University conducted a survey involving students enrolled in its masters 
degree in negotiations and conflict management. Its findings show that most of the 
masters students did not intend to pursue full-time conflict management careers 
(Smith, 2007).  Most did not intend to have full-time careers in conflict management 
but were only interested in gaining attributes that would help to advance their 
existing careers or “mother fields”. The existing careers or “mother fields” could be 
human resources, teaching, nursing, legal work, policing or social work. Due to the 
number of students enrolled in PACS programmes at various universities, we can 
ask many questions about the successes of these programmes to prepare students 
adequately to apply their qualifications professionally. Johannes Botes asks how ‘an 
academic endeavor and a professional field still proving its utility can afford to turn 
out large numbers of graduates’(2004: 5). Botes found that many of the students 
enrolling in graduate PACS programmes have no “mother field” like law, human 
rights, and social work with which to connect their newfound qualifications. Because 
of this, it is likely that many graduates may find it difficult to link their newly acquired 
qualifications to their chosen careers and specific work opportunities. The RPF 
programme is described at great length in Chapter 4. 
1.4 Why it is important to evaluate the RPF programme?  
Evaluating the RPF programme can provide new insights and understandings of how 
one flagship programme prepares students for practice. Evaluation provides useful 
information addressing broader issues related to whether peace builders can be 
trained as other professionals are, and what design and form that training should 
take.  Rotary’s efforts in this endeavor are not only critical to the training of Peace 
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Fellows, but also have implications for the successful training of peace builders more 
generally. Moreover, evaluation can facilitate improved programme planning and 
implementation as well as contributing to the desired outcomes – including mitigating 
the unintended outcomes.   
The ability of the RPF programme to provide students with opportunities to marry 
theory and practice during and after training is crucial to its success. Peace builders 
require KSAs that will allow them to compete successfully for the available positions 
and then to perform effectively (Windmueller et al., 2009: 287). This study identifies 
and addresses pertinent issues affecting the transition from study to work.   
Rotary spends much money on this programme (see The Rotary Peace Fellowship 
programme discussion on page 86). Evaluating the programme provides evidence 
on whether this is a worthy investment. Moreover, we can establish if Rotary can 
better spend its money elsewhere. Rotary claims that through training peace 
builders, it contributes to peace, goodwill and world understanding. Evaluating the 
programme will provide information and evidence to either refute or support this 
claim.  
The purpose of this thesis in general, and the evaluation of the RPF programme, in 
particular is not to prove or show programme impact (as impact requires more time 
than a Ph.D. study). It is to provide evidence to reduce the uncertainty about the 
contribution the programme makes to the training of Peace Fellows to become 
effective peace builders. This thesis aims to show how those trained evaluated their 
training and the lessons we can learn from the programme thus far about training 
peace builders.  
1.5 Central argument   
Academic scholarship has thus far paid little attention to practical questions relating 
to the training of peace builders. Researchers have not evaluated the training of 
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peace builders. This is an integral and essential dimension of the evaluation of 
peacebuilding that is explored here. Within this understanding, this study’s research 
question has not been addressed in the extant literature, creating a significant gap in 
the peacebuilding literature. Moreover, it shows a lack of attention to the evaluation 
of training for peace builders and its attendant issues.  
The central concern of this thesis is the evaluation of the RPF programme to assess 
its success in training Peace Fellows to become effective peace builders. In other 
words, does the programme offer students the KSAs required by effective peace 
builders? How important are the KSAs to the current employment of former 
students? Moreover, what are the employment circumstances of Peace Fellows 
following graduation? Using data from an online census survey and interviews with a 
selected sample of Peace Fellows, this thesis investigates whether graduates of 
RPF programme believe they acquired the necessary KSAs to be effective peace 
builders. Data from interviews with a small number of potential employers of peace 
builders provides information on KSAs emphasized by employers.  
1.6 Method  
To answer the research question fully, I did the following. I identified the key trends 
in the field of study and the main conceptual and practical challenges by canvassing 
on theory and practice of peacebuilding. This strategy was necessary to build an 
awareness of the state of the field and to focus the evaluation framework. Then I 
developed a list of KSAs required by peace builders and used it to investigate the 
RPF programme’s success in imparting them to Peace Fellows. Compilation of the 
list of KSAs utilised a combination of the literature on peacebuilding, potential 
employer representatives’ comments and my experience in the consolidation of 
peace (See Error! Reference source not found. Error! Bookmark not defined.). I 
then developed a census survey and interviewed some Peace Fellows to find out 
their experiences and perceptions of the programme. I used contribution analysis 
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approach in telling the Rotary story from the prism of those who have gone through 
it.   
Contribution analysis is a theory-based evaluation approach that aims to make 
credible causal claims about interventions and their results (Mayne, 2012: 270). The 
contribution analysis approach is used mostly in experimental programmes where 
cause and effect could be easily established. John Mayne coined the approach into 
the public sector programme evaluation when he became an independent advisor on 
public sector performance. He defined contribution analysis as ‘a specific analysis 
undertaken to provide information on the contribution of a programme to the 
outcomes it is trying to influence’ (Dybdal et al., 2011: 30; Mayne, 2001: 6). Mayne’s 
use of contribution analysis in non-experimental programmes attempts to describe 
what Hendricks (1996) calls a “plausible association.” After knowing what happened 
in the programme,  a reasonable person agrees that it contributed to the outcomes. 
The aim is to present plausible evidence that reduces the uncertainty about the 
contribution a programme makes to the outcome. Contribution analysis guides the 
evaluation framework for the RPF programme in this thesis.   
I collected data from a census of Peace Fellows, who graduated from the RPF 
programme between 2004 and 2012. The data obtained included demographics, 
opinions about the importance of peacebuilding core attributes acquired from the 
programme, Applied Field Experience (AFE) and employment circumstances 
following graduation. Out of a population of 418 former Peace Fellows, 305 complete 
responses were returned. It is important to note that my census did not yield a 
statistically representative random sample. However, my sample of respondents 
closely resembles the known gender and other parameters of the population of 
former Peace Fellows (See Table 5:1 Comparison of known population parameters 
and sample of former Peace Fellows on page 42). It gives me every confidence that 
the 305 who responded to the survey are representative of the wider population of 
former Peace Fellows.  
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Given the widely dispersed population of the Peace Fellows, a web-based survey 
was more feasible than telephone or face-to-face surveys. A major disadvantage of 
using web-based surveys is that the target population may not have access to the 
internet and the challenge of enlisting cooperation from them. I used Rotary’s 
comprehensive database with up-to-date information about Peace Fellows. 
I interviewed 27 former Peace Fellows to obtain an in-depth data on many of the 
issues that arose in the survey. Interviews provided more insights and explanations 
of the patterns that had emerged from the preliminary analysis of the quantitative 
data. I used semi-structured questions as a guide during interviews, making it 
possible to ask similar questions to respondents. Unstructured follow-up questions 
probed for more responses from interviewees, depending on how they answered the 
structured question. The interviews took an average time of 15-20 minutes.  
Additionally, I interviewed and had informal discussions with 18 officials from 
potential employer organizations. The process utilised unstructured questions and 
informal conversations without being confined to a particular time and space within 
the research period. The purpose was to hear what employers expect of graduate 
students, especially the KSAs that would contribute to effectiveness in the 
workplace. Data from potential employer representatives was integrated to create a 
KSAs list used in this research study.  
This research study utilized a mixed-method research approach, which combines 
quantitative and qualitative data to provide complementarity and corroboration of 
findings. Moreover, mixing methods makes it possible to triangulate research results. 
Qualitative data supplied a nuanced explanation of patterns existing in quantitative 
data. I assessed the patterns, trends and relationships with quantitative data and 
sought explanations for these elements using qualitative data. Furthermore, its 
simplicity allowed for triangulation of findings as well as using quantitative results to 
guide purposeful sampling for in-depth interviews. The approach uses a simple two-
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phase structure, which is straightforward to implement and can be handled by one 
researcher. However, a lengthy time is required to perform the two phases. 
Moreover, considerable effort goes into determining which results from the 
quantitative phase need further explanation and make them part of the criteria for 
selecting participants for the qualitative phase.  
1.7 Thesis structure  
The first chapter briefly highlights the aim of the thesis as well as why it is important 
to evaluate the training of peace builders. It briefly presents the research question, 
the research context, and the central argument. It proceeds to highlight the reasons 
why it is important to evaluate the RPF programme, the appropriate method to do so 
and the thesis structure.   
The second chapter interrogates peacebuilding theory and the different 
conceptualisations that inform practice. The chapter focuses on the liberal, realist, 
and transformative theoretical conceptualisations. Key issues include an emphasis 
that peacebuilding is a contested field and conceptualized in various ways. The other 
key aspect addressed is that of defining peacebuilding around the understandings of 
reconstructive and transformative approaches. Additionally, the chapter shows that 
other matters and debates in the consolidation of peace theory and practice emanate 
from the nature of interventions and the assumptions under which peacebuilding 
activities are carried out. The lack of consensus, clarity about what peacebuilding is, 
and what it is not, is an issue highlighted throughout the thesis.  As a result, this 
does not only affect peacebuilding practice but also causes dilemmas about what 
effective peace builders require as KSAs. Moreover, it becomes methodologically 
challenging to evaluate peacebuilding programmes where there are no agreed upon 
set of KSAs against which to anchor evaluation. The chapter concludes by calling for 
more research in this area to understand, establish, and deal with the multiple 
connections and disconnections between various dimensions of peacebuilding.  
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The third chapter is a discussion of peacebuilding activities, utilising Michael Lund’s 
peacebuilding tools, the Joint Utstein study’s peacebuilding palette and the 
Organisation for Economic Cooperation and Development (OECD) peacebuilding 
model. Also, there is a brief discussion of what a peace builder is and who the peace 
builder is. While peace builders can be organizations or individuals, there are core 
attributes that every peacebuilder requires. I identified and compiled a list of KSAs 
based on the literature and data from interviews with officials from potential employer 
organizations engaged in peacebuilding.   
The fourth chapter outlines the Rotary programme, starting with a brief overview of 
Rotary as an INGO and its functional organization. Then it proceeds to focus on the 
RPF programme and its conceptualisation, the partner universities hosting the 
RCISs and the many components of the programme. It concludes by explaining the 
training of peace builders using the Rotary model.  
The fifth chapter revisits the research method of the current research study. It 
explains and justifies why a mixed methods approach was appropriate for evaluating 
the success of the Rotary programme. The main purpose of utilizing such an 
approach was to enable triangulation of both methods and data to increase the 
validity of the results of the research study. The chapter concludes by explaining 
contribution analysis as the basis of the evaluation framework used in this research 
study.  
The sixth chapter is the first of two chapters presenting findings of the current 
research study. The chapter presents findings on former Peace Fellows’ experiences 
and perceptions of the programme based on the KSAs they acquired from the RPF 
programme. It proceeds to show how important these are in the former Peace 
Fellows’ current employment. Data collected and presented derives from the online 
census survey and in-depth interviews with former Peace Fellows, who graduated 
between 2002 and 2012.  
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The seventh is the second of the two chapters that report my research findings. It 
presents findings related to the employment circumstances of former Peace Fellows 
following graduation. Data is presented based on current employment and status, 
jobs positions and tenure and areas of work of former Peace Fellows.  
The eighth chapter evaluates the importance of my findings. It utilizes contribution 
analysis to deal with attribution issues in the discussion. Therefore, while resonating 
to the research question, the discussion is organized based on the contribution 
analysis approach. Questions guiding the discussion include the following: Is it 
reasonable to conclude that the RPF programme is successful in training Peace 
Fellows to become effective peace builders? What shows that it made a significant 
contribution? What evidence is available to attribute contribution by programme 
activities to the outcome? What other factors could influence the observed 
outcomes? Is the expected contribution of the programme plausible?  
The ninth chapter presents the conclusions of the current research study and 
recommendations for further research. The chapter focuses on four issues: lessons 
learnt for Rotary in particular and peacebuilding in general; the way forward; 
recommendations; and limitations of the study.   
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Chapter 2:  Peacebuilding Theory 
2.1 Introduction  
The current research study evaluates the Rotary programme’s contribution to the 
training of Peace Fellows. The programme aims to train Peace Fellows to be peace 
builders through a master’s degree programme located at partner universities 
hosting the RCISs. In short, the programme aims to empower, educate and increase 
students’ capacities through rigorous academic training, AFEs, and global 
networking opportunities. Rotary assumes that upon graduation, Peace Fellows will 
return to the workplace as competent peace builders. Training peace builders is one 
of Rotary’s goals towards contributing to peacebuilding (see discussion in 
Introduction on page 86).  
In order to facilitate an adequate analysis of Rotary’s contribution to the successful 
training of peace builders, this chapter and the next one discuss the theoretical and 
practical contexts within which peacebuilding has emerged and operated 
respectively. The purpose of the two chapters is to facilitate our understanding of 
peacebuilding theory and practice. Moreover, the chapters provide an opportunity for 
identifying KSAs for effective peace builders. This forms a major part of the 
evaluation framework to determine the success of the programme in training Peace 
Fellows to become active peace builders. The chapter also draws attention to the 
key theoretical underpinnings of peacebuilding by focusing on realist, liberal and 
transformative approaches to peacebuilding as part of exploring the 
conceptualisation of the field.  
The three approaches commonly guide the contemporary peacebuilding practices. 
Therefore they broadly provide guidance to PACS programmes curricula and 
ultimately what students learn from graduate programmes such as the RPF. Their 
purpose here is to provide a platform to explore the kinds of conceptual/theoretical 
work we do to understand the training of an effective peace builder. Moreover, none 
of the theories purports to offer an unequivocal explanation of peacebuilding but they 
are sometimes used extensively depending on the nature of intervention and the 
circumstances in the recipient societies. While there is no exclusive orientation 
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towards a particular peacebuilding approach in the current research, the three 
prominent approaches discussed inform our understanding of the field and facilitate 
the discussion about what makes for good peacebuilding and an effective 
peacebuilder in particular.  
The chapter begins by unpacking the concept of peacebuilding by presenting an 
overview and definitions of peacebuilding. The primary task of the chapter is to 
crystallise the differences between reconstructive approaches (realist and liberal) 
and transformative approaches to peacebuilding. The former focuses on rebuilding 
infrastructure and state institutions and have received more attention (thereby 
becoming the dominant strand). The latter focuses on long-term goals of restoring or 
transforming relationships that caused the conflict in the first place (though it has 
been widely neglected). The chapter will end by examining the complexity and 
applicability of peacebuilding in order to discern the core attributes that effective 
peace builders require.  
2.2 Peacebuilding concept unpacked   
2.2.1 Overview  
Peacebuilding is not a new phenomenon although it gained currency in the post-Cold 
War era. Peacebuilding efforts date back to the older efforts to assist neighbours in 
international relations. Alberto Cutillo argues that peacebuilding is not new because 
‘external assistance for post-war rebuilding had clear antecedents in the 
reconstruction of Western Europe and Japan after World War II’ (2006: 1). However, 
there are writers who strongly argue that peacebuilding only emerged in the post-
Cold War era. Stephen Ryan argues that peacebuilding ‘entered the mainstream in 
1992 after the publication of the Agenda for Peace by Boutros Boutros-Ghali, the 
former UN secretary general’ (2013: 26). Ryan’s argument centres on the view that 
the Agenda for Peace became the founding document of contemporary debates 
about peacebuilding praxis because of two things. First, the document redefined the 
peacebuilding role of the UN and profoundly influenced its post-Cold War 
peacebuilding architecture. Second, it articulated the establishment of principles of 
humanitarian intervention in the post-Cold War period. The Agenda for Peace views 
peacebuilding within the historical tradition of humanitarian obligations and what we 
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owe to each other as people by virtue of our common humanity. From that time 
onwards, graduate PACS programmes started teaching about post-conflict 
peacebuilding and humanitarian intervention anchored on, for example, the Articles 
of the Geneva Conventions and Additional Protocols Relating to Civilian Relief (non-
medical).  
Peacebuilding debates emanate from as far back as the end of WWII but gained 
currency in the post-Cold War era. However, contemporary peacebuilding emerges 
out of ideas about humanitarian internationalism, mostly in the post-Cold War era 
(Christie, 2006; Dzinesa and Otitodun, 2009). In many respects, the end of the Cold 
War opened up a theatre of confusion and chaos internationally. The fundamental 
ideological division in the world between Western democracies and the Communist 
bloc could no longer operate as a guiding force for conflicts and schisms within and 
between societies. Ideology was no longer the fault line, and as that opened up, there 
was a growth in new forms of warfare as Mary Kaldor (2006) argues.  
Since the early 1990s, there are new forms of armies and at the same time, we have 
new kinds of weapons. Despite all of the justifiable fears and concerns about 
weapons of mass destruction, most of the weaponry used in new wars is small arms, 
even machetes. For instance, in Rwanda the prominent weapon of mass destruction 
was a machete. Consequently, the entire goings on since the end of the Cold War 
changed the peace and conflict environment. Notably, there has been a decrease in 
conflicts between states (interstate) but a very significant increase in conflicts within 
states (intrastate) and at the borders of states (Harbom and Wallensteen, 2009). 
Subsequent analysis is much more inclined to recognise that there are very few 
genuine intra-state conflicts in that nearly always there are spillover effects affecting 
neighbouring countries. Equally important here is to recognise how graduate PACS 
programmes responded by teaching about intractable and deep-seated conflicts 
mainly based on identity, ethnicity and religion.  
The other factor that is often pointed to when talking about peacebuilding is whether 
there are new normative values being created within contemporary society that have 
to do with forms of cosmopolitan internationalism (Colás, 2011). Value assumptions 
are no longer bounded so much by a nation state. Of profound importance are the 
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issues to do with interconnections with people outside of the national boundaries. 
Sense of belonging has fundamentally changed, and so is the way people 
understand their obligations, hospitality, and what they owe to people who are 
outside of the national boundaries. Within this understanding, peace builders talk 
about the developmental obligations countries owe to each other, especially those 
countries that have been through periods of prolonged and profound conflict, and 
what can be done about it – humanitarian interventionism.   
Peacebuilding and development should not be confused with each other when 
operating under the common denominator of humanitarian intervention. However, 
they are mutually reinforcing processes capable of operating simultaneously and 
working towards common goals. The synergetic relationship between the two 
processes can date back to the theories of the economic and social causes of civil 
conflict. There are quite a number of development factors that have contributed to 
political instability and violent conflicts. They include negative economic growth; 
unequal distribution of resources; erosion of disposable income; lack of social 
services; and high unemployment rate. All these factors provide fertile ground for 
violent conflicts, which warrant peacebuilding interventions. At the same time, 
development processes are required to sustain peace in the long-term.  
There is a growing understanding of the synergetic relationship between 
peacebuilding and development. In some cases, development can play a crucial role 
in exacerbating conflict, violence and inequality. The conflicts in the Great Lakes 
region, Kosovo and Liberia all provide valuable lessons on how development 
contributed to the exacerbation of the conflict. On the other hand, development can 
play a crucial role in preventing conflict and violence. Many development 
practitioners and development aid donors are changing their approaches in favour of 
policy frameworks that emphasise structural stability under which support for good 
governance, human rights and representative civil society takes place.  
2.2.2 Defining peacebuilding  
Contemporary conceptualisations of peacebuilding have produced an array of often 
contesting and contradictory definitions. Discussions about peacebuilding usually 
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focus on the notions of negative and positive peace understandings (Galtung, 1976). 
The negative notion distinguishes peace from violence by the absence of overt 
violence. Peacebuilding in this sense focuses on a set of questions about how to 
prevent violence from reasserting itself (reconstructive approaches). On other hand, 
the positive notion seeks to understand the root causes of conflict in terms of what 
gave rise to it. Peacebuilding addresses those root causes and long-term effects of 
conflict or violence (transformative approaches). Therefore, different definitions 
about peacebuilding accord different weightings to understandings of peacebuilding 
as primarily concerned with negative peace or with positive peace as shown in the 
following paragraphs.   
Michael  Pugh defines peacebuilding as ‘an integrated social process for an 
associative engagement with the overall aim of creating a mutually accepted 
framework of rules and institutions guiding the conduct of former belligerents’(2005: 
24). He traces peacebuilding to practices involving confidence building during the 
Cold War by NGOs such as the Mennonite Central Committee (MCC), the Society of 
Friends (SF), movement for European Nuclear Disarmament (END), and the UK-
based Centre for International Peacebuilding (CIP). Peacebuilding strategies used 
then were mainly preventive diplomacy and the “good offices” of prudent diplomats 
capable of understanding and managing conflict. However, major obstacles were 
encountered in dealing with interests of the superpowers and their craving to protect 
their spheres of influence.  
In the 1960s, Johan Galtung described peacebuilding as ‘the practical 
implementation of peaceful social change through socio-economic reconstruction 
and development’ (1976: 284). Since then, Galtung promulgated and promoted the 
concept of peacebuilding as involving radical changes to deal with underlying causes 
of conflict (Galtung, 1996: 112). The emphasis on dealing with root causes of conflict 
and changing structures that aid conflict characterise many contemporary debates 
on peacebuilding. Many of these debates revolve around either negative or positive 
peace. Peacebuilding goals based on negative peace understandings focus on 
preventing violence from reasserting itself through activities such as state and 
institution building, mediation, negotiation, democratisation and good governance. 
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On the other hand, positive peace seeks to understand and address the root causes 
and long-term effects of the conflict. It addresses both latent and patent causes 
through activities such as reconciliation, transitional justice, social cohesion, conflict 
analysis and resolution.  
Stephen Ryan (2013) argues that Galtung’s definition of peacebuilding suffers from 
the lack of a relational dimension. He further argues that peacebuilding that does not 
focus on changing the negative conflict attitudes of society is doomed to fail. His 
argument focuses on the grassroots level where all the negative conflict attitudes are 
omnipresent.  He emphasises efforts at the local level to mend the relationships that 
led to the conflict or violence in the first place. A major weakness in Ryan’s definition 
is its tendency to assume that the local is self-contained. Such an assumption is 
susceptible to the fallacy of romanticising the local and mystifying the international 
(Richmond, 2011: 116).    
John Paul Lederach construes peacebuilding as ‘a comprehensive concept that 
encompasses, generates, and sustains the full array of processes, approaches, and 
stages needed to transform conflict toward more sustainable, peaceful relationships’ 
(Lederach, 1997: 20). He argues that peacebuilding should address the structural, 
relational, and cultural root causes of conflict.  He termed it the transformational 
dimension of peacebuilding and advocates for an integrated approach in order to 
deal with issues at all levels of society. He also cautions that peacebuilding is a 
generational process, which requires substantial investment in time, effort and 
resources. Corroborating Lederach’s argument, Lisa Schirch notes ‘peacebuilding 
seeks to prevent, reduce, transform and help people recover from violence in all 
forms’(Schirch, 2004: 9). People experience violence in different forms, and even 
structural violence that has not yet led to massive civil unrest. It is clear that Galtung, 
Ryan, Lederach and Schirch view peacebuilding using more or less the same lens. 
They see peacebuilding as initiatives, processes and activities that need to address 
both the negative and positive aspects of the conflict. In other words, they 
conceptualise peacebuilding from the transformative perspective, which views 
peacebuilding as transformational processes focusing more on the long-term rather 
than the short and mid-term goals.  
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At about the same time that Lederach promulgated the transformative dimension of 
peacebuilding in his definition, former UN secretary general Boutros Boutros-Ghali 
defined peacebuilding in the Agenda for Peace. He defined it as an ‘action to identify 
and support structures that will tend to strengthen and solidify peace in order to 
avoid a relapse into conflict’ (Boutros-Ghali, 1992: 11). Boutros-Ghali’s definition did 
not only put weight on the UN’s peacebuilding architecture, but it also brought 
increased international attention to peacebuilding in the post-Cold War era. Notable 
issues that came out the Agenda for Peace include but are not limited to support for 
post-conflict reconstruction, disarmament and demobilisation, political transition and 
participatory electoral democracy (reconstruction approaches). These and other 
issues remain at the core of UN peacebuilding architecture and form the high tenets 
of contemporary peacebuilding practice. 
The Agenda for Peace has been criticised for lack of ‘clarity about the goals and 
benchmarks for [peacebuilding] success’, and ‘strategic incoherence among 
components of international assistance’(Cousens and Kumar, 2001: 14). Boutros 
Boutros-Ghali's Agenda for Peace very clearly marked out peacebuilding as post-
conflict activities. However, peacebuilding has to be central to every component of 
our thinking about preventing deadly conflicts. Personally, I am quite sympathetic to 
the criticism of the Agenda for Peace.  On the other hand, there is a degree of 
convenience in saying that most of the literature around peacebuilding should focus 
on what happens to societies in their post-conflict stage. The advantage is that it 
does create an artificial but nevertheless a boundary that makes it possible for us to 
discuss a discrete body of the literature. In addition, peacebuilding does not follow a 
linear and chronological order, as Boutros-Ghali seems to indicate in his definition. 
Instead, peacebuilding can occur concurrently with peacekeeping and peacemaking, 
indicating the ‘mutual reinforcement’ element between the three stages (Cousens 
and Kumar, 2001: 14).  
Peacekeeping involves the deployment of a UN mission (made up of civil and 
military personnel) with the consent of all the parties concerned. The purpose is to 
prevent further escalation of the conflict while efforts to make peace take place. 
Peacemaking aims to bring hostile parties to the agreement, essentially through 
33 
 
such peaceful means as those provided in Chapter VI of the UN Charter. The 
challenges inherent in peacebuilding are that, first, poorly timed interventions often 
do not have very productive effects. Second, proper time enables identification of 
peacebuilding activities that need to be undertaken (see detailed discussion about 
Peacebuilding activities on page 55). The nonlinearity of peacebuilding processes 
means proper timing is crucial. Unfortunately, most interventions are often not 
designed to be flexible to changed circumstances, especially when dealing with 
cumbersome international, multilateral or regional organisations. Agenda for Peace 
remains the blueprint of contemporary peacebuilding and significantly influences the 
graduate PACS programmes in terms of what they teach about post-conflict 
peacebuilding. 
The above discussion shows that peace remains a hotly pursued though elusive 
concept throughout the world both in definitional and practical or operational terms. 
Many attempts have been made and research continues to be carried out on the 
need to understand and define peace. Established disciplines like sociology, 
psychology, biology, etc., have developed consensual definitions for many of the 
terms they use. Peacebuilding has been and will remain being defined and 
conceptualised in a plethora of ways that depend on the context or variables at play 
in different situations. Peacebuilding thus becomes a complex and a contested 
concept to define in strict academic terms.  It may remain confined to situational 
definitions for some time thereby affecting the consensus on standardising KSAs that 
peacebuilders require. For the purposes of this thesis, Peacebuilding refers to both 
short and long-term initiatives, processes and activities that aim to prevent, resolve 
and transform conflict in conflict-prone and conflict-ridden societies. Moreover, the 
dynamics, capacities and particular matrix of needs of local narratives in the conflict-
affected societies should determine the design, implementation and success 
factors/indicators of peacebuilding activities. Peacebuilding undertaken at different 
levels by various actors (with different strengths and capacities) enable them to 
contribute to global peace in different but meaningful ways. Therefore, there is need 
to establish some consistency of use and purposes of peacebuilding. The remaining 
part of this chapter examines the potential and limits of the theoretical 
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conceptualisations of peacebuilding as well as how they inform our understanding of 
peacebuilding as both an international activity and as an academic enterprise.    
2.3 Theoretical approaches to peacebuilding  
This section focuses on three prominent theoretical approaches found in the 
literature and mainly used to guide conceptualisation of peacebuilding policy and 
practice. The three peacebuilding theories provide explanations or interpretations of 
the world of peacebuilding. Their brief discussion discerns the conceptual work we 
do under each of them in order to understand peacebuilding in general and the 
training of peace builders in particular. Most likely, peacebuilding emerges as a 
combination of all the three perspectives, drawing insights from each of them.  
2.3.1 Realist approach to peacebuilding  
As a peacebuilding approach, realism prioritises state-building and reconstruction of 
state institutions. It is more concerned about protecting hegemonic interests than 
building sustainable peace. Realists argue that the principle of anarchy governs 
international relations (Gegout, 2009).  ‘States can pursue non-security goals as long 
as the requisite behaviour does not conflict with the balance of power logic’ 
(Mearsheimer, 2001: 46). Accordingly, none of the humanitarian claptrap that goes 
on (in peacebuilding) dictates the dynamics of an international system. John 
Mearsheimer influentially restated this realist position when he dismissed all hopes 
of humanitarianism and the costly altruistic tendencies by saying:   
Offensive realism certainly recognizes that great powers might pursue these 
non-security goals, but it has little to say about them, save for one important 
point: states can pursue them as long as the requisite behavior does not 
conflict with balance-of-power logic, which is often the case. Despite claims 
that American foreign policy is infused with moralism. Somalia (1992-93) is 
the only instance during the past one hundred years in which U.S. soldiers 
were killed in action on a humanitarian mission (2001: 46). 
Consequently, some people would discount realism as an approach to peacebuilding 
(Newman, 2009; Gegout, 2009).  It is more concerned with international peace and 
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stabilisation more than addressing underlying causes and sources of conflict 
(Newman, 2009: 48). On the other hand, realism has a particular perspective in 
relation to the tasks of peacebuilding, which derives from the Hobbesian vision of a 
state. Perceived or real threats to international peace and security lead to a possible 
imagination of a realist intervention based on a reaction to one, two or all of them.  
Realist interventions can be motivated by self-interested motives. Martha Finnemore 
(2003: 75-78) talks about examples of self-interested motivations for interventions in 
her book. The Gulf war was purely motivated by self-interests despite the assertion 
that Sadam had weapons of mass destruction. Similarly, the UN mission in 
Cambodia had broad political motivations to create a democratic buffer state that 
would simultaneously limit the Vietnamese influence on one hand, and on the other 
hand, to marginalise the Khmer Rouge and contain threats to the stability of 
neighbouring countries such as Thailand (Snyder, 2011).  
Realist intervention is most likely where continuation of the conflict is hurting both 
parties because neither party to the conflict is winning nor losing. William Zartman 
(2005) argues that intervention is appropriate precisely at that point where the 
parties experience what he calls a mutually hurting stalemate. In other words, parties 
to the conflict know that they cannot reach out to ultimate victory. They know that 
they cannot just run over the opposition. None of them makes inroads because both 
sides are finely balanced. Mutually hurting stalemates mainly guide peacebuilding 
interventions by international actors. If there is no hurting stalemate, but there is 
need to intervene, then there are other things that can be done to bring conflicting 
parties to a mutually enticing stalemate. In other words, we can start to intervene 
both negatively and positively to bring the parties to a point where they know they 
cannot have an outright victory. The imposition of sanctions or embargoes is a 
common way of getting conflicting parties to a mutually enticing stalemate.  
Alongside sanctions, peace incentives can be provided. For instance, provision of 
food aid can be conditional to the conflicting parties agreeing to a ceasefire.   
Spillover effects motivate realist intervention in most intrastate conflicts. The Political 
Instability Task Force found that the presence of a civil war in a neighbouring state 
was one of the four main risk factors for civil war (Goldstone et al., 2010). The influx 
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of refugees can also be problematic in terms of geographical clustering of civil wars 
(Snyder, 2011), especially in situations where refugee can get militarised or weapons 
smuggled into neighbouring countries receiving refugees. Thus, the tensions brought 
about by refugees into the domestic politics of states hosting them are undoubtedly 
of geopolitical significance. Examples include the Syrian refugees’ strife in 
neighbouring countries, especially Turkey. Jack Snyder (2011) argues that refugee 
camps may become militarised. NGO equipment can be seized and used for 
pillaging by rebel groups. Moreover, intervention may alienate local populations and 
fail to prevent the further flow of refugees.  
Realism has made a genuine contribution to the field of peacebuilding by reminding 
us that at the global level, wars are very costly. Wars are not suitable for countries 
because they do not help their people and their economies. In this context, there are 
high costs associated with conflict.  Therefore, wars in that sense are sub-optimal at 
the societal level. One of the things that realism has helped us to understand is that 
quite often conflict can be advantageous to particular groups.  Armed groups in 
Africa fuel conflict by generating both popular support and a military arsenal through 
the trade in lootable resources like gold, diamonds, timber, and so forth (Cutter, 
2005; Snyder and Bhavnani, 2005; Weinstein, 2005).  The access that violent groups 
have to lootable resources is a more valuable resource for them than the sub-
optimality that is associated with violent conflict at a broader scale (Lujala et al., 
2005).   
In many senses, people look at realism and peacebuilding as being opposed 
doctrines. There are ways in which peacebuilding, and, in particular, the literature 
around peacebuilding can draw some things out of the realist tradition and look at 
how they apply to contemporary peacebuilding praxis. Some of the consequences 
that come out of that literature include things like disarmament. For instance, 
disarmament removes the incentives that people had to continue the conflict. There 
is also need to focus on the re-concentration of central power because a realist 
assumption will lead to the conclusion that the pre-eminent task of peacebuilding is 
to reinstitute national capacity. In other words, that national sovereign power has 
legitimacy and recognition. Legitimacy increases through political participation. 
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Therefore, political participation is seen not so much as having the locals lead in 
peacebuilding efforts, but rather as part of the process of legitimating the 
establishment of a central power.   
Realism as an approach to peacebuilding has received its share of criticism. It has 
been criticised for using power, coercion, oppression and exploitation (Ramsbotham 
et al., 2011). In other words, it entails repressing or containing conflicts in the interest 
of international peace and security rather than resolving them (negative peace). 
Although it may use the language of peace, it does not necessarily seek to resolve 
the root causes of conflict (positive peace) (Newman, 2009). Second, realism has 
been criticised for prioritising the building of stable states rather than open, 
participatory governance and social transformation (Newman et al., 2009: 48). The 
underlying sources of conflict are pursued only as far as they are relevant to 
maintaining peace and stability. Michael Pugh argues that realism promotes and 
‘sustains a particular order of world politics that privileges the wealthy and powerful 
states in their efforts to control or isolate [perceived] unruly parts of the world’(2005: 
39). From this view, a realist approach to peacebuilding reflects the Western 
preoccupation with the new threats to international peace and security. This 
preoccupation resulted in the securitisation of peacebuilding agendas and influenced 
the work of peacebuilding NGOs in a profound way. 
According to the realist approach, the prospects of peace lie in the balance of power 
and the good offices of prudent diplomats capable of understanding and managing it. 
Many PACS core courses, including those at the partner universities in the Rotary 
programme offer introductory courses in international relations. These courses focus 
on how realism and moderate versions of liberalism have responded to questions of 
war, peace and peacebuilding. They view power and norms as fundamental 
mechanisms for the prevention, management or termination of violent conflict (for 
more information on the courses offered at various RCISs, see Programme 
Implementation through Rotary Centres for International Studies on page 99). 
Realism does offer a pessimistic view to peacebuilding. 
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2.3.2 Liberal approach to peacebuilding    
It is important to understand the contemporary articulation of the liberal approach to 
peacebuilding by utilising Michael Doyle’s (2005) three pillars, which he talks about 
in his article, Three Pillars of the Liberal Peace. The three pillars are a republican 
representation, human rights and transnational interdependence. According to 
Doyle, the principle of republican representation is what we need to achieve peace 
internationally. Then we can adhere to human rights based on an understanding of 
transnational interdependence.  Bonds of interdependence connect all the nations of 
the world. What happens in one country impacts on its neighbours or other nations 
and so on (consider the issue of the Islamic State in Iraq and Syria or Al Shabaab in 
Somalia and the spill-over effects in Kenya).  
The preoccupation with the liberal peace has come about through the processes of 
internationalisation. What this has done is to spread the principles of liberalism 
because liberal countries or liberal international organisations lead and promote 
most of the regional associations. Therefore, along with internationalisation has gone 
the process of liberalisation. Western liberal values have spread throughout the 
world. At the same time, what we see in the contemporary environment is to some 
extent a polarisation of liberalisation. There are parts of the world that are going 
through this process of liberalisation and other parts of the world that are resisting it 
(Richmond, 2010). In any case, over the course of the last century or so, there has 
been a significant spread of liberalisation to the extent that there are those who 
equate this with a process of universalisation. For example, Francis Fukuyama 
(2004) argues that there will be the spread of the liberal institutions in a universal 
way. There will be attempts to universalize liberalism throughout the world.  It is 
debatable whether that is a good or bad thing. However, it is a stronger version of 
the argument about the liberal approach to peacebuilding.  Alongside the process of 
internationalisation and liberalisation has also gone a process of deterritorialization. 
A breakdown of the Westphalia sovereignty that constituted the world as a world of 
nation states through processes such as globalisation (Rosow, 2000; Kaldor, 2000).  
Consequently, globalisation makes all sorts of things much more significant at a 
globalised level than at the national level.  
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The argument about the liberal peace has strong links to the democratic peace 
argument. It is not the same as the liberal peace argument though sometimes people 
confuse the two, but there is quite a high difference between the liberal peace 
argument and the democratic peace argument. One of the major differences is that 
the liberal peace argument is much broader and refers to the spread of liberal values 
and institutions. On the other hand, the democratic peace argument is much more 
explicit. It does derive from Kantian republicanism but primarily it is one of the few 
empirical theories in this whole field of peacebuilding. It derives from an empirical 
proposition, which says that democratic states do not go to war with other 
democratic states (Russett, 1994). It does not say that they do not go to war at all, 
but it says that they do not go to war with other democratic states.  The evidence for 
this supposition is empirically strong that democracies tend not to go to war with 
other democracies, but they strongly advocate for war against those perceived as 
undemocratic nations. In this context, there is less likely to be conflict if states 
become more democratic. It looks like a subset of the liberal peace argument, but it 
is not quite the same as the liberal peace argument. Other people argue about 
linking this argument about democracy to the idea that interventions can be justified 
based on a just war theory (Schott, 2008).  In other words, undemocratic nations 
should watch out because democracies fight wars in the former’s territories in the 
name of promoting democracy. It may seem like an extreme argument, but it is an 
argument that resonates with conversations about the military component in 
peacebuilding processes (Kalyvas, 2006).  
Therefore, we have a liberal peace argument, and then we have the democratic 
peace argument. It is important to say that indeed until relatively recently there 
probably was a consensus within the international community around this idea of a 
liberal peace as noted that:   
this consensus exists mainly among the internationals involved in intervening 
conflict (sic), representing their view of peace, and local opportunities to 
negotiate peace in this context are very limited. Even this elite level 
consensus masks a dissensus between the different actors involved in 
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peacebuilding and a struggle over the limited resources available for 
peacebuilding (Richmond, 2005: 114). 
As Richmond points out, the consensus was a consensus among the international 
community, those international actors (state and non-state) involved in 
peacebuilding. It was not a consensus necessarily shared by all of the actors in 
peacebuilding. Liberal peacebuilding has been criticised based on empirical and 
normative views. Liberal peacebuilding agenda attempts to reproduce hierarchies of 
power inherent in the structural constraints of neo-liberal market relations. The latter 
give primacy to democratisation and marketization as a form of organising post-
conflict societies (Pugh, 2005; 2011; Pugh et al., 2008). These structural constraints 
exacerbate the problems of neo-liberal economic policies, especially in the 
reconstruction of post-conflict societies. The same policies inevitably promote 
conditions and possibilities for conflict (Abrahamsen, 2000; Barbara, 2008; Cramer, 
2006; Jacoby, 2007).  
There is a concern that liberal peacebuilding is merely a perpetuation of the needs 
and interests of the liberal, neoliberal or biopolitical capitalism of the West. Mark 
Duffield is one of the Foucaultian scholars and a radical critic of liberal 
peacebuilding. He argues ‘liberal peace reflects a radical development agenda of 
social transformation … which aims to transform the dysfunctional and war-affected 
societies that it encounters on its borders into cooperative, representative and, 
especially, stable entities’ (2001: 11). In other words, liberal peacebuilding is geared 
towards disciplining the poor rather than transforming their conditions. Using the 
Foucaultian conception of biopolitics, Duffield further argues that the liberal 
peacebuilding agenda promotes divisions between the developed and the 
developing world through policies of containment espoused as sustainable 
development or community-based development. Vivien Jabri (2010) concurs with 
Duffield’s arguments. She argues that liberal peace and liberal peacebuilding is not 
an articulation of the project of peace. Rather, it is a project of dispossession that 
tries to depoliticise all of the contextual understandings of selfhood that exist. In their 
place, it puts that globally affirmed institutionalised discourse that seeks conformity 
to a liberal international political economy.   
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Critical and human security theorists (McRae and Hubert, 2001; American 
Association for Higher Education. et al., 1999; Large and Sisk, 2006) construe liberal 
policies as power-based and political rather than as purely technical solutions. Their 
primary concern is not the assumptions about market relations or securing the needs 
of global neo-liberal or bio-political power. It is the assumptions made about the 
political and institutional framework and positivist and rationalist forms of Western 
knowledge. Writers such as Alex Bellamy (2004) are also concerned about the 
problematic focus on the rebuilding of Westphalian state forms. Oliver Richmond 
(2008) is critical about the liberal assumptions of political community assumed in the 
liberal approach to peacebuilding and its shortcomings when it comes to recognising 
local identity and culture.  
Despite the dynamics driving the frameworks of liberal peace in all its framings, it 
remains the dominant frame of reference in contemporary peacebuilding practice by 
states, regional organisations and NGOs. It also informs most of the graduate PACS 
curriculum, including that of the Rotary programme. Arguably, peacebuilding under 
the liberal approach reflects more focused attention on international norms of good 
governance and democracy anchored on a wide range of social, economic and 
institutional needs.  
2.3.3 Transformative approach to peacebuilding 
One approach to peacebuilding that mostly focuses more on positive than negative 
peace is the transformative approach. It challenges some tenets of realist and liberal 
peacebuilding approaches, especially their prioritisation of means to prevent and 
terminate violent conflict as the main organising principles of peacebuilding. It also 
challenges the liberal and realist peacebuilding approaches for their failure to orient 
peacebuilding initiatives, processes and activities towards the locals and the 
grassroots. Peacebuilding should be transformational, reflecting the interests, 
identities, and needs of local actors (Cejka and Bamat, 2003; Elnur, 2009; Enns et 
al., 2004; Lederach, 1997). Peace must not be foisted on others without their 
consent and participation, even if it comes from international and multinational actors 
(Chopra and Hobe, 2004).  
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Transformative approach acquired currency in the peacebuilding discourse in the 
post-Cold War era. The recurrence of violence in Angola, the emergence of war in 
Somalia and the genocide in Rwanda demonstrated the limits of externally driven 
realist and liberal peacebuilding agendas. In contrast, long-term processes of locally 
owned, bottom up consultations led to successful peacebuilding and reconciliation in 
Somaliland (Paffenholz, 2013: 5). Transformative peace includes a broad range of 
peacebuilding dimensions. They include changes in the personal, structural, 
relational and cultural aspects of conflict, brought about over different time periods 
and affecting different system levels, or “tracks” (Diamond and MacDonald, 1996). 
John Paul Lederach (1997) is one of the main proponents of the transformative 
approach to peacebuilding based on conflict transformation theory. According to 
Lederach, peacebuilding is a long-term multi-track transformative contribution to 
social change, helping to create a just and sustainable peace beyond the narrow 
definition of a post-conflict period (Lederach and Appleby, 2010). Moreover, the sorts 
of things discussed when talking about elites and peacebuilding are not necessarily 
the same sorts of things considered when engaging the grassroots. Johan Galtung’s 
theory of violence and peacebuilding (Galtung, 1969) and Edward Azar’s work on 
analysis and management of protracted conflicts (Azar, 1991) provide theoretical 
concepts for transformative peacebuilding. John Paul Lederach is a contemporary 
writer and advocate of transformative peacebuilding. He divides the conflict societies 
into three tracks of actors: Track 1- the top leadership, Track II – the middle-level 
leadership, and Track III – the grassroots (see Table 2.1).  
Table 2:1 The Three Tracks of Actors in Transformative Peacebuilding  
Tracks  Types of Actors  Approaches to Peacebuilding  
Track I o Military 
o Political 
o Religious leaders with 
high visibility 
Chapter 1:  Focus on high-level 
negotiations 
Chapter 2:  Emphasizes cease-fire 
Chapter 3:  Led by highly visible, 
single mediator 
Track II  Leaders respected in 
sectors 
 Ethnic/religious leaders 
 Academics/intellectuals 
 Humanitarian leaders 
 NGOs 
 Problem-solving workshops 
 Training in conflict resolution 
 Peace Commissions 
 Insider-partial teams 
Track III  local leaders,   Local peace commissions 
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 leaders of indigenous NGCs 
 community leaders 
 local health officials 
 refugee camp leaders 
 
 Grassroots training 
 Prejudice reduction 
 Psychosocial work in post-war 
trauma 
Source :(Lederach, 1997: 39; Paffenholz, 2013) 
The information in Table 2.1 show different approaches to peacebuilding at various 
levels in the transformative approach. According to Lederach, Track II is the most 
important one because it has the ‘greatest potential for establishing an infrastructure 
that can sustain the peacebuilding process over the long term’(1997: 60). Support to 
the Track II actors is assumed to influence peacebuilding both at Track I and Track 
III levels (Paffenholz, 2013). The Tracks model also shows the importance of context 
and particularism in addressing peacebuilding issues at different levels. It strongly 
urges peace builders to develop organic approaches that look below the level of elite 
politics and that assumes a strategic vision at each level. A key aspect of this model 
is the need for people to reshape their identities as they move through the transition 
to transformation and then reconciliation (Taylor, 2004b). Reconciliation is an 
essential dimension of the model and Lederach argues that reconciliation comes 
from truth, justice, mercy and peace. Thus, the model stresses the need to rebuild 
destroyed relationships, focusing on reconciliation within society and strengthening 
its peacebuilding potential. 
The transformative peacebuilding approach has not been without its critics. 
Fetherston (2000) raises concerns with what he calls the lack of power analysis in 
the transformative approach. Thania Paffenholz (2001) problematizes the limited role 
of outsiders and uncritical discussion of “the local”, stressing the need to focus on 
direct support to Track III actors. Hugh Miall (2011) further highlights the limited 
attention to the political system of the conflict-affected society and the specific 
regional and international context of peacebuilding. Lederach also indirectly criticised 
his middle–out approach in his later works. For example, in his book The Moral 
Imagination, he replaces the “middle–out” approach explicitly with a “web-approach” 
(Lederach, 2005). Despite this criticism as well as a further development, 
transformative peacebuilding approach exerts considerable impact on contemporary 
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peacebuilding policy and practice. It has also greatly influenced the reorientation of 
NGO peacebuilding initiatives, processes and activities.  
We have seen earlier in this chapter that peacebuilding is a concept that acquired 
currency in the post-Cold War era, and its development is very visible and 
conceptually situated in various perspectives as indicated in the preceding sections. 
The term peacebuilding emerged and developed as a common denominator label for 
various initiatives, processes and activities conducted by different actors (state and 
non-state) to promote global peace. Within this context, peacebuilding has been and 
may continue to be defined and conceptualised in bewilderingly different ways. 
Scholars, researchers, policymakers and field practitioners alike have developed 
different peacebuilding conceptualisations in terms of its emergence, the main 
priorities and tasks it entails, and the core attributes for effective peace builders. 
However, it is also crucial to our understanding of peacebuilding to look at how it 
emerged as both an international activity and an academic enterprise.  
2.4 Peacebuilding as an international activity  
The events of 9/11 showed that civil wars, state failure and non-state networks pose 
enormous security concerns (Rotberg, 2002; Hamre and Sullivan, 2002; Crocker, 
2003). Studies in conflict and instability show that state weakness is a critical factor 
in the onset of violent conflict (Vayrynen, 2000; Holsti, 2000; Snow, 1996; Munkler, 
2004; Kaldor, 2006). Consequently, substantial amounts of resources from powerful 
nations like the United States have been committed to states perceived as weak in 
order to contain, prevent and resolve civil wars (intrastate conflicts). In some cases, 
an enormous amount of resources has been committed to fighting “justified wars” 
such as the war on terror. Although the sources of civil wars and state failure are 
debatable, it is nevertheless associated with issues related to international peace 
and security.  
Francis Fukuyama suggested that ‘weak and failing states have arguably become 
the single most important problem for international order’ (2004: 92). Robert Rotberg 
concurs by saying that state-building has ‘become one of the critical all-consuming 
strategic and moral imperatives of our terrorised time’ (2004: 42). Therefore, dealing 
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with and resolving intrastate conflicts have become a major part of contemporary 
peacebuilding practice at international level. 
The works of Ferguson and Mansbach (2006) and Kiersey (2006) support the view 
that peacebuilding is an international activity in the post-Cold War era. They argue 
that the end of the Cold War brought the superpower hegemony into international 
relations. At the same time, it provided new opportunities to think about the basic 
requirements for preventing countries from falling into conflict and after periods of 
conflict, working out how to build more resilient and more peaceful societies. 
Peacebuilding as an international activity involves rebuilding state institutions in 
failed or conflicted states, restoring the rule of law, liberalising the economy, carrying 
out security sector reforms, and holding democratic elections. All these efforts 
imbued the international norms of statehood, international peace and security.  
Necla Tschirgi (2003) adds that the end of the Cold War did not only distort the 
international political agenda. It also distorted the domestic political priorities and 
prospects of many developing countries. Most of the newly independent states 
gained political independence without economic independence or freedom that could 
have prevented conflict. There is some scholarly debate about whether or not the 
amount of interstate and intrastate conflict around the world has diminished in the 
last few years (Gawerc, 2006). Intrastate conflicts in the form of societal or civil wars 
are more difficult to resolve than the interstate conflicts. There is a consensus among 
the custodians of peace for more robust peacebuilding programmes as part of 
international efforts to promote global peace and security. 
While peacebuilding as an international activity sets out to promote international 
peace and security, the most enduring activities may revolve around intrastate 
conflicts emanating from failed or fragile states and their spillover effects. Thus, 
effective peace builders may need to focus on activities that take account of both the 
international and domestic needs of the affected states. In light of this, the following 
paragraphs briefly look at the chronological developments of peacebuilding as an 
academic enterprise.  
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2.5 Peacebuilding as an Academic Enterprise  
Situating peacebuilding at the international level has its connotations in the research 
and teaching of the field, especially through graduate PACS programmes. Research 
shows that early forms of PACS programmes mainly focused on analysing conflictual 
behaviour and effective crisis management in an effort to prevent nuclear warfare 
(Ho-Won, 2000). However, as the academic investigation continued, conflict 
analysis, conflict resolution and peacebuilding became popular areas of focus.  
Although the majority of peace researchers retain primary identities in diverse 
disciplinary areas, their substantive contributions provided a theoretical and 
intellectual foundation to the interdisciplinary field of peacebuilding as an academic 
enterprise.  
Graduate PACSs programmes involve learning activities that promote knowledge, 
skills and abilities that enable peace builders to prevent and resolve conflict 
peacefully, or create the social conditions conducive to peace. The proliferation of 
graduate PACS programmes is a response by educational institutions and sponsor 
organisations to contribute to peacebuilding by training professional peace builders. 
The growing validity and utility of the peacebuilding core attributes offered by 
graduate PACS programmes such as the Rotary programme contribute to the growth 
of peacebuilding as an academic study. Four epochs are worth noting when 
exploring how PACSs programmes contributed to the development of peacebuilding 
as an academic study. 
The first epoch saw deliberate efforts to find alternatives to war increasing after the 
First World War (WWI). Jackson and Sørensen (2007)Jackson and Sørensen argue 
that liberalism evolved during this period with the hope that it would culminate in 
producing a relatively harmonious world. They believed that when rational human 
beings applied reason to international problems, they would establish institutions that 
can improve the human condition (Jackson and Sørensen, 2007: 321). At the same 
time, the Wilsonian idealism emerged advocating for trade promotion and expansion 
as a way of curtailing conflict and promoting democracy. Unfortunately, these 
developments could not stop WWII. Moreover, this idealism could not go beyond 
economic equality in the post-WWII, and the result was a great depression.  
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The second epoch marked a bipolar order characterised by fear of nuclear war 
between the superpowers. Exploration of nuclear activities in terms of whether they 
promote peace or create more conflict preoccupied research efforts during this 
period. Martha Harty and John Modell noted:  
The outbreak of the Cold War induced nuclear proliferation evoked a plethora 
of research activities on the possible consequences of a nuclear catastrophe. 
The research aimed at establishing a solid base for the applications of Conflict 
Resolution, which began with the publication of journal on conflict resolution at 
University of Michigan and the opening up of the Centre for Research on 
Conflict Resolution in 1959 (1991: 720). 
This period enlightened many researchers and academics in terms of how to fight 
unjust wars (one example is the Vietnam War) and the realisation that elites in 
society establish and control world order according to their interests.  The 
enlightenment also gave rise to national liberation movements (mostly in colonised 
societies of Africa) and mass social movements and unrest, which manifested 
through demonstrations and revolutions against the world of politics (2010).  PACS 
programmes focused on issues related to conflict analysis using techniques such as 
game theory and the prisoner’s dilemma to help people think outside the box in order 
to choose the right tools to resolve conflict and build peace.  
The third epoch challenged PACSs programmes to come up with new concepts 
related to knowledge, theories and assumptions for expanding approaches towards 
conceptual and methodological contributions to conflict resolution and peacebuilding. 
Alternative conflict resolution approaches such as negotiation and mediation, and the 
expansion of academic and relevant non-academic institutions that incorporated 
negotiation and mediation components in their programmes developed during this 
period. There was a significant development in the analysis and resolution of deep-
rooted conflicts advanced by people like John Burton (1987) and Edward Azar 
(1991).  
During this third epoch, feminist theory was developed and subsequently provided a 
critique as well as an alternative to the prevailing emphasis on hierarchy and 
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cohesive power as organising principles for decision-making in society. For instance, 
Betty Reardon (1985) and Carol Pateman (1988) describe the conditioning of men 
towards aggression and women to submission as the patriarchal contract that 
legitimises violence and the war in societies.  
During the same period, interactive problem-solving workshops based on fieldwork 
emerged during this period and sought to understand what peace builders should do 
in the field. Simon Fisher and Lada Zimina noted that: 
Many activists in the peacebuilding field no longer own the vision, which 
inspired the first pioneers of this field, and have settled for what we are calling 
a ‘technical’ approach to dealing with conflict, in contrast to the 
‘transformative’ approach, which characterized the field at its inception. While 
the technical approach may provide practical solutions to immediate 
problems, and incidentally enable the growth of many international and local 
organizations to deliver them, it does not address the underlying social 
system and dynamics [long-term goals of peacebuilding] (2008: 3).  
The fourth and last epoch is a period of extension, diffusion and institutionalisation of 
multi-dimensional approaches to peacebuilding. Training and practice in alternative 
approaches to peacebuilding and conflict resolution emphasised negotiation and 
mediation.  PACS programmes expanded the alternative approaches to dealing with 
new threats to international peace and security such as insurgency and terrorism. A 
paradigm shift from earlier approaches is evident because, increasingly, PACS 
programmes pay more attention to factors considered important for transformative 
peacebuilding than ever before. 
It is evident there was a major global growth in the peacebuilding industry since the 
end of the Cold War. Educational institutions responded to the tremendous growth. 
PACS programmes shifted focus from international conflict concerns to issues that 
are more complex including intrastate conflict and violence, human rights and 
security, democratisation, social justice, welfare, development and sustainable 
peace. By mid-1990s, PACS topics broadened enormously to cover north-south 
relations, development and global poverty, the environment and population growth, 
49 
 
and resource scarcity.  Feminist perspectives focused on peacebuilding and gender, 
gender mainstreaming, gender and militarism, and gender and political violence 
(Harris et al., 1998; Harris Ian et al., 1998). The shift in focus reflects an attempt by 
PACS programmes to move from research and teaching about negative peace - to 
positive peace.   
We have seen that peacebuilding in the post-Cold War environment mainly focuses 
on stabilisation in general and governance and security issues in particular. Debates 
revolve around issues related to the identification of peacebuilding approaches that 
address security and good governance concerns. For instance, security and 
governance within the context of new liberal state emerged as an organising 
principle of peacebuilding. It became subject to much criticism and so people started 
talking about local or bottom-up approaches (transformative peacebuilding). In other 
words, recognising that foreign intervention to impose conditions of security and 
good governance were unlikely to take root in particular countries unless there was 
local ownership of those changes. Graduate PACS programmes put more emphasis 
on factors such as local initiatives and ownership of peace processes, and how to 
generate the local ownership.   
More recently, some of the ideas that come from people like John Paul Lederach 
(2005; 1997) are starting to gain much ground and these are ideas that suggest that 
peacebuilding needs to be transformative.  In other words, until you can transform 
the complexion of the country or the region and a whole value system that orients 
the country or region in a forward-looking direction, prospects of getting lasting 
peace are limited.  
2.6 Conclusion  
The existing definitions show that there is no universal definition of peacebuilding, 
but we have a diverse collection of understandings of peacebuilding. The definitions 
are simply too diverse to achieve anything that resonates with a consistent 
application of peacebuilding. Moreover, most of the contemporary conflicts are 
volatile with spillover effects and produce unpredictable outcomes. They largely 
contradict many assumptions prevalent in traditional approaches to peace, most 
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notably those with an exclusive focus on nation states as the only significant players 
in international relations such as realism.  
Although conceptualisations and understandings of the general and specific terms 
used in peacebuilding have been problematic and in some cases a contestation, it 
remains imperative to interrogate continuously the scholarship of this developing, yet 
critical field. The interchangeable and synonymous use of some the peacebuilding 
terms add to more inconsistencies in the field. As a result of these inconsistencies, 
there are different conceptualisations of peacebuilding in the contemporary 
discourse as seen in the above discussion on the three prominent theories. 
Moreover, they disable the setting of boundaries of academic constructs and may 
change the entire design, not only of academic work, but also to research and 
practice of peacebuilding. 
Peacebuilding as an international activity is important if peace want to build peace in 
the long-ranging wars in the Middle East and violent conflicts in Africa. A closer look 
at the world shows that there is an increase in the yearning and quest for peace at 
the international level. Undoubtedly, peaceful co-existence and peaceful societies is 
at the forefront of a greater percentage of peace initiatives. They include UN 
peacekeeping missions, promotion and protection of human rights, constitutional 
reforms, debt and development initiatives, peace education, media freedom, election 
monitoring or observation, legal rights awareness and agrarian reform. The ultimate 
aggregate effort is to work towards a realisation of a just and egalitarian society. 
However, peacebuilding should focus on balancing the universal principles of 
peacebuilding and conflict resolution with what the locals consider as values and 
norms of their culture, tradition, and identity. The aim is to contribute something at 
every stage of the conflict and accommodate or respond to changes in the conflict 
situation by incorporating both universal principles and local knowledge and 
approaches. We have seen that realist and liberal approaches dominate 
peacebuilding processes at the international level. Premising peacebuilding on the 
transformative initiatives linked to positive peace brings calm to any conflict situation. 
Peacebuilding efforts should target the dynamics, systems and variables at play in 
people’s lives. It thrives on the ability to combine and synthesise the exogenous and 
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endogenous measures to inform its strategies in a conflict situation. Although foreign 
intervention is inevitable until an alternative structure emerges to reduce continuing 
ethnic tension, it is the peacebuilding approach adopted which must help establish 
the alternative structure. For example, large intrusive missions with heavy military 
presence (like in Cambodia) can be introduced where international support has to 
make up for a weak internal capacity to govern. However, such interventions should 
embrace local knowledge and initiatives and have a timeframe; otherwise this may 
be viewed as transplanting governance systems in troubled societies. In such 
situations, political legitimacy can be based on external norms although it has to be 
supported by the local reality. Some terms as accountability and good governance 
have been interpreted in terms of western normative order (liberal peace theory), 
and have sometimes been applied without considering strategies that would be more 
suitable for local cultures and social structures. Peacebuilding processes owe their 
success to the effectiveness of the policy instruments designed to address the root 
causes of conflict. 
A lot of work has been and continues to be done by scholars, researchers and 
practitioners working in PACS programmes as seen in the various epochs outlined in 
this chapter. They have made significant contributions to the policies and practice of 
peace building work, especially the work being done by non-governmental 
organisations, humanitarian agencies, multinational organisations, community based 
organisations, the UN and international financial organisations. This peacebuilding 
work focuses on areas of conflict resolution, economic and social sector reform, 
democracy and good governance, human rights, constitutionalism and democratic 
elections, mediation, statebuilding and conflict prevention. In order to accommodate 
the different situations and variables affecting the peacebuilding field, PACS 
programmes are no longer narrowly concerned with war and peace between states, 
but have broadened their scope into the intrastate areas such as human rights, 
human security, transitional justice, violence prevention, peacebuilding, 
reconciliation, identity formation and cultural trauma. The rapid growth of 
peacebuilding as a field and PACS programmes as a sub-field is highly indebted to 
other developing and established disciplinary fields. Many of the jargons used in 
PACS programmes come from other disciplines such as psychology, sociology, 
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anthropology, economics, business and strategic studies. The correct usage of these 
terms calls for an explicit approach to defining them or else we run the risk of 
misleading or being misled by others in our efforts to work for peace.  
The next chapter develops the argument about the conceptualization of 
peacebuilding and the activities that peacebuilders engage in. its starts by briefly 
revisiting the conceptualization of peacebuilding based on negative and positive 
peace. This clarification is important at the beginning of the chapter in order to 
situation the discussion that follows. The rest of the chapter will focus on 
peacebuilding activities based on three studies and an examination of employment 
advertisements for peacebuilding tasks. This leads to the identification of the core 
attributes required by peacebuilders in their various work settings.   
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Chapter 3:  Peacebuilding Praxis 
3.1 Introduction  
The previous chapter reviewed the literature on peacebuilding theory, highlighting 
the different approaches and activities. The discussion emphasised that 
peacebuilding is both an international activity as well as an academic endeavour. 
Peacebuilding understandings and conceptualizations give rise to various 
interpretations of the field as well as guide interventions and practice by various 
peacebuilding actors. Moreover, peacebuilding theoretical debates revolve around 
the distinction between understandings of negative peace and understandings of 
positive peace.  
The negative peace view takes on the realist understanding and conceptualization of 
peace. According to the realist perspective, peace means the absence of violence or 
war (see Realist approach to peacebuilding on page 34). For example, Kenneth 
Waltz, the father of structural realism, doubts whether peace can be perpetual. 
Instead, he believed ‘war is an endemic feature of world politics’ (Reeta et al., 2003). 
Understanding peace from the realist perspective seems to negate violence and its 
consequences by insisting that non-violence can still exist under conditions of 
anarchy. Under conditions of anarchy, one may not be sure to ascertain the 
existence of peace without making a clear distinction as to whether peace exists. It is 
not clear whether people or states refrain from violence as mutual deterrence or 
because of a moral commitment to peace. Negative peace works well in a 
hegemonic world, where coercive power is used to dominate others. It is this power 
that may be used to bring about peace.  
On the other hand, the positive peace view is quite the opposite because it construes 
peace as an ontological state (Boulding, 2000; Galtung and Udayakumar, 2013; 
Wehr and Lederach, 1991). Accordingly, peace is the mutual ‘shaping and reshaping 
of understandings, situations, and behaviors in a constantly changing life world, to 
sustain well-being for all’ (Boulding, 2000). Peace is more than just the absence of 
violence. Instead, on top of the absence of violence, peace is the presence of certain 
conditions that serve to promote harmony, equality, co-existence, accountability, 
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tolerance and other humane conditions. By implication, peace becomes part of the 
culture of a people to the extent that it is situated and easily located in the structural 
and cultural dimensions of the same people. Positive peace policies include 
increased human understanding through communication, peace education, 
international cooperation, dispute resolution, conflict resolution and transformation, 
reconciliation, transitional justice, human rights and arbitration. 
With these understandings in mind, this chapter focuses on specific peacebuilding 
activities, as well as roles of peace builders. As noted in the previous chapters, the 
Rotary program aims to train Peace Fellows to become effective peace builders and 
this is just one of several goals of Rotary. Professional training processes involve the 
acquisition of attributes based upon a systematic, scientific body of knowledge in a 
chosen profession. Gloria Dall’Alba argues ‘professionals are expected to exercise 
informed judgement, act ethically, and maintain confidentiality in providing a service 
to their clients. ‘[…]…provision of service by professionals has carried with it 
expectations of encounters based on knowledge and trust’ (2009: 12). The RPF 
programme engages Peace Fellows in a process of change and transformation in a 
way perceived to promote peace, goodwill and world understanding. Most Peace 
Fellows are mid-career professionals, and yet few are experts in the theoretical 
underpinnings of peacebuilding in general and the pedagogies of contextualising 
peacebuilding in particular.2 The primary strategy used by RCISs involves the 
creation of supportive shared learning environments through which Peace Fellows 
work directly with faculty and colleagues in a process of personal and professional 
development as part of the training processes. This chapter explores the activities 
that peace builders engage in as well as what organisations are contributing to 
peacebuilding undertake. The aim of the chapter is to discern the attributes that 
effective peace builders require.  
                                            
2 Rotary recruits Peace Fellows who have a first degree (in any field) and have at least three years 
working experience, not necessarily in the peacebuilding field.  
55 
 
3.2 Peacebuilding activities  
Peacebuilding is a broad and rapidly expanding field as evidenced by the various 
activities that peace builders engage in at different levels of society. For the sake of 
clarity of discussion in this chapter, the researcher identified peacebuilding activities 
at two levels: the macro level and micro level. The macro level focuses on activities 
undertaken at the international level by external actors, leading to top-down 
approaches. The micro-level focuses on activities undertaken at the local, village or 
even household level and based on essentially bottom-up approaches. The dual 
categorisation is too simplistic and only serves the purpose of the discussion in this 
chapter in particular and the thesis in general. In practice, peacebuilding activities 
occur at multiple levels rather than only at the two levels. Management of the 
interplay of the peacebuilding activities at different levels is what matters most for 
effective peace builders. Peacebuilding activities can be very particular within macro 
level aims, but can also develop quite substantially from local concerns at the micro-
level. In essence, the effectiveness of macro-level activities is influenced in a 
profound way by the quality of micro-level conditions.  
Peacebuilding encompasses a series of activities aimed at achieving sustainable 
peace through the prevention of violence and peaceful resolution of conflict. In 
conflict-prone and post-conflict societies, peacebuilding focuses on numerous 
issues. They include security (lately more emphasis has been on human security), 
democracy, humanitarian assistance, development, good governance, human rights 
and the rule of law. Within this context, peacebuilding has been and may continue to 
require bewilderingly diverse activities. In the following paragraphs, the researcher 
discusses peacebuilding activities based on three research studies by Michael Lund, 
the Utstein group and the OECD’s Development Assistance Committee (DAC). 
Moreover, an examination of employment advertisements for peacebuilding tasks 
helps to define further the field and its training needs. The researcher’s experience in 
the peacebuilding field amplifies the analysis and identification of peacebuilding 
activities at various levels of society.  
3.2.1 Michael Lund’s General Peacebuilding Tools  
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Most of the peacebuilding activities are the domain of peacemaking and 
peacekeeping activities. Responses to violent conflict require knowledge and 
expertise in terms of which tools are useful under different circumstances, leading to 
tailor-made, context-specific interventions. Michael Lund (2001: 17) established a 
comprehensive list of policy tools and functional areas of peacebuilding. It is worth 
reproducing the list in full (see Appendix  1: Lund's Tools for Peacebuilding on page 
269). Lund’s compilation shows that peacebuilding is at risk of becoming too broad 
because it encompasses a bewilderingly diverse array of activities. The sheer range 
of activities compiled by Lund in many ways confirms the diversity inherent in 
operationalising peacebuilding.  In many instances, peacebuilding needs to be a 
much more focused process, distinct from the formal processes of peacekeeping 
and peacemaking. Peacekeeping involves the deployment of a United Nations 
mission (made up of civil and military personnel) with the consent of all the parties 
concerned. It aims to prevent further escalation of the conflict while efforts towards 
sustainable peace take place. Peacemaking aims to bring hostile parties to the 
agreement, essentially through such peaceful means as those foreseen in Chapter 
VI of the Charter of the United Nations (Ouellet, 2003). Only by creating such clarity 
can we discern the attributes required for effective peacebuilding. The establishment 
of the peacebuilding palette in the Utstein Report of 2004 contributes immensely to 
efforts to streamline peacebuilding activities.  
3.2.2 The Joint Utstein Study’s Peacebuilding Palette 
The Joint Utstein Study defines and identifies peacebuilding activities under the term 
“peacebuilding palette”. Drawing together experiences from Germany, Netherlands, 
Norway and the UK, the report looked at peacebuilding activities under four headings 
(see Appendix 2: The Utstein Peacebuilding Palette on page 271). The premise of 
this study is notionally located at both the macro and micro levels, demonstrating the 
fallacy of the micro-macro distinction in peacebuilding interventions. The term palette 
is a metaphor because the four main headings (thematic areas) disaggregate further 
into 19 different activities. Dan Smith, one of the leading researchers at the Peace 
Research Institute of Oslo (PRIO) and leader of the project coined the term palette 
because  
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[t]he interplay between the different elements of peacebuilding…goes beyond 
the purely mechanical and is harder to predict than the toolbox metaphor 
implies. Moreover, the possibilities for optimising and multiplying the effect by 
combining different kinds of activities are richer and more varied. Accordingly, 
the term palette is preferred here. An interesting thing about peacebuilding 
tools ‘is that they can be combined in ways that are specific to the country, 
region and conflict in question, for greater effect—like mixing paints’ (2004: 
27).  
The Utstein study assumes that a palette of activities can be combined to maximise 
impact. The study places emphasis on the combination of a wide variety of policy 
and practical approaches in a nuanced and complementary fashion. It also creates 
room for tailor-making plans and projects to suit particular societies or specific 
country contexts.  
3.2.3 The OECD Peacebuilding Model  
The Organisation for Economic Co-operation and Development (OECD)’s DAC 
published a peacebuilding model in 2008. The organisation defined conflict 
prevention and peacebuilding as one model with the goal of transforming attitudes, 
structures, relationships and behaviours to reduce or end violence and/or instil a 
culture of peace. The model identifies four broad areas of intervention: equitable 
socio-economic development, good governance, the reform of security and justice 
institutions and truth and reconciliation processes3. According to OECD, conflict 
prevention activities focus on preventing the outbreak of violence while 
peacebuilding activities focus on reducing or ending the violent conflict as well as 
promoting a culture of peace. See Appendix  3: Activities in the OECD Peacebuilding 
Model (on page 272) for an indicative list of the thematic areas and the attendant 
activities. 
                                            
3 Evaluating Conflict Prevention and Peacebuilding Fact Sheet, http://www.oecd.org, (Accessed May 
07, 2015). 
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3.2.4 Examination of employment advertisements for peacebuilding tasks 
The prevalence of conflict and the need to resolve it amicably has seen the 
proliferation of PACS programmes in the last two decades. The increasing societal 
awareness and appreciation for resolving disputes progressively demands experts 
and professionals with the competencies in peacebuilding, conflict resolution, 
reconciliation, transitional justice and development. Many PACS graduates are 
expected to possess measurable professional competencies. On one hand, faculty 
programme orientation and teaching and research interests determine most of what 
PACS programme offer to students. The RCIS hosting the Rotary programme are no 
exception in this regard. On the other hand, employers emphasise on attributes that 
resonate with the nature of their work and the tasks at to be done. Any existing 
differences between theory and practice will affect graduates’ efficacies in carrying 
out peacebuilding tasks. Moreover, an examination of the employer requirements will 
go a long way in assisting to identify the training needs of peace builders. I utilised 
the Peace and Collaborative Development Network (PCDN)4, Relief Web5and the 
UN Job list6sites to examine a total of 7 317 job posts. I examined only jobs that 
focus on peacebuilding, conflict resolution and development and humanitarian 
related work. The job requirements varied across the advertisements depending on 
specifics of the job. Moreover, work focus and the main purpose of the organization 
determined the specific job activities. However, the sites were very useful in helping 
to define the field activities, and to identify KSAs emphasized by employers. In the 
following paragraphs, I give a summary of peacebuilding activities that came from 
job advertisements examnied.     
3.2.4.1 Democratisation   
Democratisation is a political process that embodies representation and participation 
of the citizenry.  Democracy is a contested term in peacebuilding, both theoretically 
and practically. Arend Lijphart notes‘[democracy] is a concept that virtually defies 
                                            
4The Peace and Collaborative Development Network job list,(Accessed May 01, 2015) 
5 Relief web jobs can be accessed at http://reliefweb.int, (Accessed May 01, 2015). 
6 The UN job list is accessible at http://unjoblist.org, (Accessed 01, 2015).  
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definition’ (1977: 4). To be considered democratic, a country should be able to 
choose its leaders through fair and competitive elections uphold the rule of law and 
promote civil liberties. While these and other tenets are necessary, there are not 
sufficient parameters to measure democracy, especially in post-conflict societies. 
Democracy is seminal to peacebuilding, especially in the post-Cold War era. 
Moreover, democratic governance is the political framework central for post-conflict 
countries. In the Agenda for Democratisation, Boutros Boutros-Ghali observed that: 
Citizens hold freely elected democratic governments to account through periodic and 
genuine elections and other mechanisms. They are more likely to promote and 
respect the rule of law, respect individual and minority rights, cope effectively with 
social conflict, absorb migrant populations and respond to the needs of marginalized 
groups. They are, therefore, less likely to abuse their power against the peoples of 
their State territories. Democracy within States thus fosters the evolution of the social 
contract upon which lasting peace can be built. In this way, a culture of democracy is 
fundamentally a culture of peace. 
What Boutros-Ghali says in the quote would have been unthinkable during the Cold 
War because of the ideological polarisations of the time. However, in the post-Cold 
War era, regional organisations, international institutions and NGOs adopted and 
emphasised their commitment to the democratic principles by engaging in activities 
that promote them. Activities promoting democracy from a peacebuilding perspective 
include constitutional reform, electoral processes, public administration, civil society 
capacity building and public information and media development.  
3.2.4.2 Constitutional reform activities  
A constitution is the supreme law of a state. It is a legal document containing 
principles that give form to a legal structure within which a sovereign state rests. 
According to UNDP:  
A constitution refers to fundamental principles of government of a nation 
implied in laws, customs or contained in a document or collection of 
documents (which may be referred to collectively as a ‘constitution,’ as ‘basic 
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laws’ or ‘organic laws’). A constitution delineates the basic organization and 
operations of government, describing both its powers and limitations. 
Essentially, a constitution outlines the rules of the political game (UNDP, 
2005).  
From a peacebuilding perspective, constitutions provide the legal and general 
structure from which various activities to promote democratic peace are based. In 
post-conflict environments, constitutional reform is imperative not only as a way of 
establishing state legitimacy, but also in order to build a foundation for the exercise 
of power. It is most likely that during the conflict, the legitimacy of the state is eroded, 
neglected or compromised. In the post-conflict period, legitimacy has to be restored, 
and one way of doing that is the process of reforming or enacting a new constitution.  
The principal actors in constitutional reform are usually a combination of those from 
within and outsiders. They include the incumbent government, academics, 
constitutional experts, civil society and the media. These actors make up a 
constitutional assembly or constitutional drafting committee. The incumbent 
government overseas the constitutional process through its officials, elected or 
appointed. Academics and experts often provide advice on constitutional matters 
while civil society (in collaboration with officials from the constitutional assembly) 
educates citizens on the constitution. In Cambodia, for example, civil society through 
NGOs led in educating the citizens about the contents of the new constitution despite 
being left out of the constitution making process (Brandt, 2005: 22).  
External actors include international organisations, foreign governments, 
international NGOs and UN agencies. Most of their activities are supportive in 
nature, focusing on building capacity for constitution making by internal actors. They 
also provide funding for most of the constitutional reform processes. For example, 
one of the primary objectives of the United Nations Democracy Fund (UNDF) is to 
support constitution-making processes through funding. In Afghanistan and Iraq 
foreign governments, especially the US government was heavily involved in the 
constitutional reform processes. Like many other peacebuilding activities, 
constitutional reform is necessary, but not sufficient alone to actuate peace. A 
number of large-N quantitative studies have found little or no correlation between 
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participation and post-ratification levels of violence (Widner, 2005). Even the 
strongest constitutions cannot be valid without proper mechanisms necessary to 
uphold them, emanating from both the macro and micro levels.  
3.2.4.3 Electoral activities  
As part of the peacebuilding agenda, electoral activities are framed within the 
broader democratisation process. In the post-Cold War era, democratisation is an 
important organising feature from which to organise the political community. The 
notion of elections as part of democracy promotion is profoundly embedded in the 
belief that democratic elections promote democracy, which in turn guarantees world 
peace. This assertion is debatable and sparked vibrant debate about the premise 
and merits of the liberal peace approach especially in post-conflict countries. From a 
peacebuilding perspective, elections are considered a necessary step for the 
establishment of a political order. Successful organisation and holding of elections in 
post-conflict societies is both a mechanism to prevent violence as well as to facilitate 
the smooth and peaceful transfer of political power. The ideal situation is that 
elections contribute to peace and stability by facilitating fair political competition and 
participation of citizens in choosing their political leaders. Free and fair elections or 
elections that produce credible results contribute substantially to the legitimacy of the 
elected government. Beatrice Pouligny (2000: 18) argues that elections serve a dual 
purpose in post-conflict countries: to put in place a legitimate and democratic 
government, and to consolidate peace structured by a durable democratic system. 
However, elections have the potential to cause violence especially if there are 
perceived not to be free and fair or fail to produce credible results.  
Internal actors in elections include the incumbent government or ruling party, the 
opposition party or parties, the electoral management board, civil society and the 
media. The incumbent government or ruling party plays an important role of availing 
resources to implement the process. The electoral management board is an 
essential factor in elections. This board may be an independent one (as set out in 
most constitutions) or it may be appointed by the incumbent government in which 
case questions about independence are likely to arise. Its mandate is to organise 
and conduct elections. Civil society (including national and grassroots NGOs) 
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provide support to the election processes by carrying out civic and voter education. 
Civil society also provides substantial numbers of election monitors and observers. 
The media has an equally important task before, during and after elections. It 
provides information on electoral processes, including publicity of election education 
programs in the constituencies.  
External actors include multilateral organisations, international NGOs, UN agencies, 
foreign governments and regional and continental organisations. External actors 
usually provide technical advice and funding for election processes in post-conflict 
countries. For example, UNDP provides technical assistance in four key areas during 
elections. The establishment of legal and institutional frameworks, voter and civic 
education, electoral assistance coordination, allowed women’s participation in 
elections as voters and candidates (Prom-Jackson, 2012). International and regional 
organisations mostly provide teams of elections observers and monitors as well as 
funding and training of election officials.  
The organisation of elections depends on the post-conflict situation. In some cases, 
elections are organised and conducted by national electoral management boards. 
The issues of concern would include the impartiality or independence of the board. In 
other cases, elections are organised and administered by an interim government or a 
constitutional assembly. There are cases such as in Kosovo and Timor-Leste where 
the UN entirely led the role of organising and conducted elections. In all these cases, 
the purpose is to transfer power democratically. Elections in peacebuilding 
encompass a range of activities. They range from establishment of electoral laws, 
structuring of an electoral system, the establishment of electoral administrations and 
electoral management bodies, boundary delimitation, voter registration, political party 
and candidate registration, to voter and civic education.  
3.2.4.4 Public administration and governance  
Public administration encompasses notions of public policy and civil service. 
Definitional debates and the different public administration models are beyond the 
scope of the current discussion. However, public policy entails the allocation of 
resources, services and opportunities (Sisk et al., 2001: 78), while civil service 
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involves organization, performance, and working conditions of employees paid from 
central, provincial or state government budgets (Rondinelli, 2006: 3). Accountability 
and good governance matters in building peace. While there are debates about what 
governance means and when, why and how governance contributes to 
peacebuilding, there is a consensus that it is too important an issue to leave to the 
external actors only. Governance is ‘the formation and stewardship of the rules that 
regulate the public realm-- the space where state, as well as economic and societal 
actors, interact to make decisions’ (Hyden et al., 2003: 5; Menocal, 2011).  
Public administration and governance play a pivotal role in building peace in post-
conflict countries. While the neo-liberal programs of the 1970s and 1980s diminished 
the role of government and public administrators, it influenced the notion of public 
sector reform and the move towards the New Public Management (NPM) approach. 
Initial implementation of the neo-liberal policies created a governance gap by putting 
emphasis on deregulation and privatisation (Green, 1993). It affected mostly 
developing countries, which became primarily not accountable for their public 
administration duties. It also allowed local governance structures to be servitude to 
corrupt patronage systems, thereby contributing to the eruption of conflict. Reforming 
the public sector and installing mechanisms to bring accountability to local 
governance is one of the greatest challenges for peace builders. Examples include 
countries like the Democratic Republic of Congo, Iraq, Liberia and Colombia, where 
public administrators and to a certain extent the security apparatus are corrupt.  
Internal actors in public administration and governance include but are not limited to 
central and local authorities, civil servants, civil society; grassroots based 
organisations and the private sector. From a peacebuilding perspective, the primary 
task of these actors is their interaction with the wider population and the external 
actors. Often, civil society organisations play oversight roles to ensure accountability 
by public officials. In post-conflict countries, this role may change to that of providing 
services and projects to the population – implementing public policies. Mechanisms 
such as smart partnerships and memorandum of understanding (MoU) facilitate this 
role where local administrators come on board as mediators or providing technical 
and financial support. External actors include international financial institutions, 
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multilateral and bilateral organisations, international NGOs, and academic 
institutions. International financial institutions such as IMF, WB and International 
Finance Cooperation (IFC) provide funding and frameworks for monitoring and 
evaluating the progress of the funded activities. In most cases, the funded activities 
are mainly capacity building projects and other activities such as decentralisation, 
good governance, economic development and sustainable human development. 
One of the greatest challenges faced by peace builders is how to deal with legacies 
of patronage and clientelism as well as representing interests of underrepresented 
and disparate groups, especially in local governance structures.  
3.2.4.5 Civil society  
There are many murky definitions around about civil society. Some people confine 
the understanding of civil society to organisations and institutions. Civil society can 
be public institutions if those public institutions seek to engage in community 
responsiveness. It can be interest groups, and it can be ideologically motivated 
organisations. This understanding includes a whole range of organisations and 
institutions that could be part of civil society - a narrower definition of civil society.  
A broader definition views civil society as both individuals and organisations 
independent of government. So civil society can include people like authors, artists, 
musicians, and so forth. All of these people can be seen to be part of civil society if 
they are, in fact, independent of the government. One of the features that underpin 
the idea of civil society is that people engage in civil society primarily as citizens. 
Civil society, therefore, has something to do with the status of citizenship.   
From a peacebuilding perspective, civil society plays an important role in promoting 
democracy and good governance in pre and post-conflict societies. There are a 
number of interpretations about what civil society can do. Some people say civil 
society help foster political participation. Some say civil society provides a voice to 
particular interest groups that might be marginalised. Moreover, others say it might, 
in fact, be powerful, and it provides a way for them to exercise power over political 
processes. Civil society also contains groups and associations that are very powerful 
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within a particular community. Civil society can engage in a number of peacebuilding 
activities. 
Christine Bell and Catherine O’Rourke (2012) analysed the connection between civil 
society and peacebuilding. They used about 300 peace agreements and found that 
there were specific references to activities that civil society organisations will do 
consequent upon the peace agreement in about a third of those peace agreements. 
These are areas where peace agreements are individually negotiated to include a 
civil society contribution to peacebuilding. They identified quite a number of areas. 
The researcher interpreted them as humanitarian relief, the actual monitoring of the 
peace agreement, and civil society monitoring breaches of the peace agreement. 
They also include legitimating of the peace agreement and of the transitional 
government (including carrying out functions that seek to generate for example 
community support for the transitional government). The development of governance 
itself by non-governmental organisations through the provision of training skills to 
elements of the transitional administration. The protection and promotion of 
participation in society more and specifically the institutionalisation of civil society 
itself. More broadly, civil society carries out capacity building activities such as 
funding and assistance with building technical, managerial, financial, and 
administrative skills. Civil society can provide training in professional capacities, 
provide technical support, and provide support for platforms and consortiums.  
3.2.4.6 Public information and media development  
The media can contribute to peacebuilding as much or more than it can contribute to 
conflict. Media houses and journalists, in particular, often play victimhood during 
conflicts without realising how much at times they play an active role in exacerbating 
tensions in divided or polarised societies. Tim Allen and Nicole Stremlau noted ‘The 
capability of the media to inflame hatreds and promote violence has been relatively 
well documented from early studies of the role of the radio in Nazi propaganda 
campaigns to the more recent examples of Rwanda and the former 
Yugoslavia’(Monica, 2012; 2005: 2). The news media (electronic and print) and 
journalists can be at the forefront of promoting peace as part of peacebuilding 
activities. The challenge is how to report the existence and seriousness of conflicts in 
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both local and international media. A reliable and diverse media that can express 
itself freely provides early warning of potential outbreaks of conflict. Media also helps 
to alert and mobilize the international community in a particular crisis. Moreover, the 
digital revolution has made it easy to disseminate information from all and sundry 
through social media rather than relying on journalists alone.  
From a peacebuilding perspective, the media has an important role to play. Reliable 
and balanced reporting is paramount for peacebuilding processes, especially in 
relation to democracy and good governance. The media should provide information 
to the citizens in order for the latter to make informed decisions and participate in 
public life. The media also serves as a watchdog for the goings on in terms of public 
leaders and officials as well as other actors involved in building peace. Balanced and 
timely reporting is essential for monitoring human rights, before, during and after 
elections. It also important in changing public attitudes, following the functions of civil 
society and raising awareness of peacebuilding processes.  
There is a range of actors involved in the dissemination of information. Internal 
actors include incumbent government and its institutions including public media 
houses, legislative assembly, independent media houses, and other local media 
actors including civil society groups. Externals include international news media, 
international organisations mandated with peace operations, regional organisations, 
UN agencies operating in post-conflict societies, donor organisations, international 
NGOs and foreign governments.  
3.2.4.7 Security and public order  
One of the primary goals of peacebuilding in post-conflict countries is to restore 
security and public order. From a security perspective, policies associated with post-
conflict peacebuilding have become broader to include not only security of the state 
and its institutions, but also human security. Security issues go beyond preventing 
former protagonists going back to violence, but also addressing the root causes of 
the conflict inherent in issues to do with human security, thereby facilitating the 
transition from conflict to peace. However, there are security challenges for peace 
builders in post-conflict societies. Dysfunctional state and its apparatus manifest in 
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the indiscipline and unprofessionalism of uniformed forces, active and armed militia 
groups, porous or uncontrolled borders, partial application of the rule of law, a 
corrupt patronage system, impunity of perpetrators of violence, and a partisan 
judiciary. Building peace under such circumstances is an enormous task for peace 
builders and the possibility of relapsing back into conflict becomes more real and 
unavoidable (Bryden and Hänggi, 2005).  
The precarious nature of the post-conflict setting calls for a wider and 
comprehensive peacebuilding plan that does consider not only military issues, but 
also issues that relate to societal, economic, political, human and ecological security. 
State and non-state actors all shape how peacebuilding activities are carried out in 
different situations. Security and public order have increasing become organising 
principles of peacebuilding. There are security and public order debates raging on 
including reinforcing weak states versus democratic polities (Debiel et al., 2005: 4; 
Jarstad, 2006), operationalising human security (Taylor, 2004a; Paris, 2004; Gerald, 
2004), disarmament, demobilisation and reintegration (Muggah, 2005; Muggah, 
2009; Pouligny, 2001), and how to create safe and secure post-conflict environments 
(Paterson, 2005; Anthony, 2007).  
3.2.4.8 Disarmament, Demobilisation and Reintegration  
Disarmament, Demobilisation and Reintegration (DDR) is an activity that existed for 
a long time but remains an exclusively military action. Contemporary DDR is a 
peacebuilding activity, which is not only a preserve of the military. It aims to 
contribute to security and public order in post-conflict societies by creating a 
facilitative environment for peace and development. That is to support peace 
processes, create political space and contribute to a secure and peaceful 
environment. Arguably, most peacebuilding missions take place in complex settings 
requiring new and dynamic strategies for building peace. The complexity emanates 
from the level and intensity of violence often perpetrated by undisciplined armed 
elements and with mostly civilian casualties. In light of this complexity, the UN 
embarked on a process called “New Horizon” to try and engage members states in 
policy dialogue about contemporary peacebuilding challenges, especially DDR. The 
Section of the Office of Rule of Law and Security Institutions (OROLSI) of the 
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Department of Peacekeeping Operations (DPKO) initiated a study on DDR. The 
department documented the innovative programmes that DDR practitioners are 
implementing in the field. The study primarily focuses on Afghanistan, Côte d’Ivoire, 
Haiti and Liberia, but it also draws from lessons and experiences in other DDR 
settings. The researcher presented DDR activities in this section on the basis of the 
report produced in 2010 by the DPKO.   
Internal actors and main beneficiaries of DDR include government forces, rebel 
(former) forces, civil defence forces, militia or armed groups, and armed civilians. 
The irregular and civilian armed groups include male and female combatants, those 
associated with the fighting, and those who perform support roles (voluntarily or 
forcibly conscripted). They also include abductees, child soldiers (boys and girls), 
foreign combatants, and the dependants of combatants. Externals include the UN 
(especially the DPKO and UNDP), bilateral and multilateral organisations (including 
the WB), regional organisations and international NGOs.  
For the sake of clarity and analysis, the researcher grouped DDR activities into three 
categories: activities focusing on post-conflict stabilisation, activities that target 
specific groups and activities providing alternatives to DDR. Stabilisation activities 
aim to eliminate primary drivers of violence, build social cohesion, promote 
productive engagement, and reinsertion. The category include activities such as 
vocational training, special programs (addressing needs of different groups, e.g. 
special youth programs), medical and legal assistance, emergency public 
employment services, micro-finance projects, small to medium enterprise 
development and agricultural projects. The 1 000 micro-project in Côte d'Ivoire and 
the landmine action project in Liberia are typical examples of DDR activities.  
DDR activities targeting specific groups aim to address particular needs of different 
groups who have substantial influence in the escalation or de-escalation of the 
conflict. For example, incentive programs targeting commanders and senior officers 
of former armies and militia groups. Incentives here may include monetary rewards 
(one-off lump sum payments), travel and advanced health care (health insurance), 
professional and business training, and study excursions. Examples include the CIP 
program in Afghanistan and the Young Men Christian Association (YMCA) program 
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in Liberia. Alternatives to DDR activities focus on sequencing flexibility in line with 
the progress being made in the political processes. Some of the conditions 
warranting phased DDR activities include situations where the political developments 
are very slow to the extent that DDR may not begin in earnest. Moreover, DDR 
activities stall if there is a lack of political will, the conflict is ongoing; there are very 
low levels of security and if most of the combatants are already in their communities.  
3.2.4.9 Security Sector Reform  
Security Sector Reform (SSR) emerged in the late 1990s (Wang et al., 2005)(Wang, 
Suhrke and, Tjønneland, 2005) as a concept seeking to improve both the 
effectiveness of security and justice provision (Ojaswi et al., 2013) as organising 
principles of peace and development. SSR is rooted in the liberal assumption that 
democratization, economic liberalization and building state capacity offers the best 
way out of poor governance, violence and poverty (Hendrickson et al., 2014: 2). 
Therefore, SSR origins are embedded within fundamental assumptions of the 
concept and practice of state building as peacebuilding. Such an approach prompts 
international investment in state building at the expense of the drivers of conflict such 
as insecurity, bad governance, political repression, social and economic exclusion 
and corruption. Consequently, SSR would mainly focus on building state institutions 
that manage and monopolise the use of violence instead of addressing the actual 
root causes of conflict.  
Internal actors in SSR include security forces (army, police, prison services, customs 
and border forces and intelligence officers), government officers managing 
operations and personnel, the affiliated defence and home affairs ministries, judicial 
officers and prosecutors. Externals include regional organisations such as African 
Union (AU), OECD, OSCE, NATO, and others), international organisations, 
international NGOs, UN agencies and foreign governments.  
Typical SSR activities include confidence-building activities between civilians and 
security force personnel such as political and service dialogue and initiatives. They 
also include governance of the uniformed forces, and more political engagement and 
innovation. The implementation of SSR activities depends on the post-conflict 
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context. In cases where countries have just emerged from conflicts such as Mali or 
South Sudan, SSR activities may not yield sufficient trust and hence may not be 
effective after all. On the other hand, implementing SSR activities in more stable 
political environments may promote more political and innovative engagement. 
However, SSR has been implemented as part of the stabilisation strategy rather than 
a long-term solution. It is evident in the “war on terror” in countries such as Iraq and 
Afghanistan. SSR implemented as stabilisation tends to address the symptoms of 
instability rather than providing lasting solutions to the problems. Lasting solutions 
may require SSR to deal with issues such as DDR, SALWs control, mine action, 
transitional justice and elections. 
3.2.4.10 Economic recovery  
Conflicts decimate the economic infrastructure of conflict-affected countries to the 
extent that it becomes imperative to address issues of economic recovery. In most 
cases, aid is committed to the post-conflict countries as part of efforts to revive their 
ravaged economies. Aid can easily address the needs of the populations in post-
conflict countries in the short-term. However, there is a need for long-term solutions, 
which include capacity building of the economies so that they can generate sufficient 
resources on their own. In order to promote economic recovery, priorities should 
focus on lowering the risk of renewed conflict while at the same time avoiding 
privileging the political elite through economic recovery efforts. It is important to 
avoid the fallacy where only a small portion of the population benefits. Economic 
recovery activities include employment creation and expansion, reduction of 
inequalities (both vertical and horizontal), building of a sustainable fiscal base for the 
state and lessening rent-seeking tendencies especially in the natural resource 
sector.   
Post-conflict environments differ because of contextual factors unique to each one of 
them.  Therefore, implementation of these activities should be tailored to the context 
in which they apply, that is they differ from country to country. Of fundamental 
importance is understanding of the local dynamics and institutional processes in 
each situation as drivers of economic recovery efforts. Practical economic recovery 
efforts require bottom-up approaches complemented by strong support from the 
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international community. Research shows that the economic recovery is quicker and 
more sustainable when it is built on indigenous drivers because locals have the 
strongest long-term incentive to engage in activities conducive to sustained 
economic recovery (UNDP, 2008). Indigenous drivers allow people and communities 
to prioritise and commit to their economic recovery goals and reform institutions.  
Internal and external actors in economic recovery include mainly government, civil 
society, international financial institutions, bilateral donors and the UN. Primary 
activities include creating a secure environment for economic recovery (breaking the 
dynamics of violence, strengthening justice and security, implementing social and 
economic programs targeting “high-risk” groups or potential conflict triggers), 
establishing macroeconomic policy regime, instituting an oversight framework for the 
economy, diversifying public investment and reconstituting social and human capital.   
Challenges associated with economic recovery in post-conflict societies include 
defining the type of economic recovery to support sustainable peace. In addition to 
understanding what type of economy the conflict established, there is a need to 
know and peruse the type of economy that will transform the structures and 
dynamics that fed the conflict and built sustainable peace. 
3.2.4.11 Psycho-social recovery  
Psychosocial recovery encompasses transforming a wide range of aspects of 
psychological, social, emotional and cultural tendencies that are destructive and 
conflict-prone. Peace builders have to look at the wider network of relationships, 
structures and belief systems that support peace. Protracted conflict and violence 
usually leave behind not only the physical destruction, but also moral and spiritual 
destruction as well. They affect the moral fibre that binds society together. This 
destruction leaves a trail of mistrust, apprehension, polarisation and fear. Violent 
conflict can also change society’s perception of the legitimate use of violence by 
negatively affecting their belief system, relational networks and governance system 
(Pouligny et al., 2007). However, one of the major challenges to psychosocial 
recovery is the difficulty associated with transforming the attitudes and behaviours of 
societies after a violent conflict.  
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What exacerbates the challenges of psychosocial recovery is the fact that most of 
the dimensions of the psychological, social, cultural and spiritual are intangible. For 
instance, memorialisation and history can be used either to promote peace or 
conflict. Past events, for example, ‘could be used to illustrate historical wrongs, 
humiliation and exploitation and mobilise people for political purposes’ (Bush, 2000: 
13). However, most of the international peacebuilding initiatives have focused on the 
visible, tangible aspects and have given less attention to an equally important set of 
invisible dimensions. They involve dealing with the long-term effects of being 
exposed to violence, the effects of trauma, and how the victims of violence can forge 
ahead with their lives. Research and scholarly work continue in this area as shown 
by (Gillis, 1994; LaCapra, 1998; Barkan, 2000; Bar-Tal, 2003; Hoffman, 2003; Cole, 
2007). Other invisible dimensions that are not discussed here but which are crucial 
to peacebuilding activities are religion (David, 2002; Monica, 2007; Luc, 1997); 
reconciliation (Judy, 2005; Eric, 2003; Luc, 2005), empowerment of disadvantaged 
groups such as women, youth and those with disabilities (Boothby, 1990; Bell, 2007; 
Boyce, 2000; Kett, 2005). The literature in this section underlines the importance of 
psychosocial recovery in post-conflict societies and at the same time indicating the 
challenges inherent in dealing with intangible dimensions of peacebuilding.  
3.2.4.12 Justice and Rule of Law 
Justice and the rule of law is an area that has sparked debate and remains a 
contestation in peacebuilding praxis. Conceptualisation of justice and the rule of law 
in post-conflict societies rest on two main views: the minimalist/procedural view and 
the maximalist/substantive view. The former resonates with negative peace, where 
the absence of violent conflict denotes peace.  The latter resonates with positive 
peace, where the existence of humane conditions and not only the absence of 
violence is significant.  Rama Mani notes that: 
The outstanding difference between the maximalist and minimalist views 
concerns not the form of the rule of law but its fundamental ethos. The crux is 
whether the substantive and moral content of the laws is and should be a 
determinant or rather a peripheral feature of the rule of law and whether the 
concern should be with form or substance. This apparently minor conceptual 
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divergence has major practical implications. In the absence of a single clear, 
dominant conception of the rule of law, and the absence of debate about 
divergence views, practitioners remain confused as to whether rebuilding the 
rule of law requires rehabilitating its structures or reconstructing its substance 
((2002: 29). 
The demand for justice and rule of law goes beyond the absence or cessation of 
hostilities. People and societies that experienced violent conflict would want justice 
done to the perpetrators. Moreover, they want guarantees for their protection and 
safety. Justice and restoration of the rule of law are meaningless unless it protects 
their rights, dignity and identity as a people and remove or deal with structures and 
systems that promoted fear, humiliation and despondency.  
3.2.4.13 Human rights and transitional justice  
Human rights and transitional justice are major areas of concern in post-conflict 
societies. Human rights is an important consideration in enforcing peace 
agreements, protecting refugees and internally displaced persons, capacity building 
of civil society, and the creation and functioning of truth and reconciliation 
commissions. The primary goal is to transform patterns of destructive relationships 
into constructive and healthier patterns of interaction, cooperation and coexistence 
(Mertus and Helsing, 2006: 10 {Mertus, 2006 #16089). Transitional justice is crucial 
in order to address the legacies of past injustices and human rights violations as a 
conduit for building sustainable peace. ‘Transitional justice embodies an attempt to 
create a sustainable peace after conflict, mass violence or systemic human rights 
abuse’ (Van Zyl, 2005).  Transitional justice has a positive contribution to the 
restoration and maintenance of peace through ‘establishing individual accountability, 
deterring future violations, establishing a historical record, promoting reconciliation 
and healing, giving victims a means of redress, removing perpetrations and 
supporting capacity building and the rule of law’ 6 (Kerr and Mobekk, 2007: 3-4). It is 
important to note that most claims about the peacebuilding function of transitional 
justice are yet to be adequately substantiated and are based on little empirical 
evidence. In fact, they reflect normative commitments, which are subject to a great 
deal of criticism, scrutiny and debate.  
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The peacebuilding activities briefly discussed in the previous paragraphs confirm the 
belief that the peacebuilding field continues to evolve. The field encompasses not 
only state-building or stabilisation activities, but also activities that aim to strengthen 
the social fabric of society. There is evidence in the community of practice of 
activities that seek to address the underlying causes of conflict, transform 
relationships and strengthen structures capable of sustaining peace. Within this 
broad understanding of peacebuilding activities, there exist numerous underlying 
theories that provide guidance in operationalising peacebuilding processes. Some of 
these theories, as noted in a study by Robert Ricigliano (2012: 27-28) inform the 
actions of both international and local actors engaged in peacebuilding activities (see 
Error! Reference source not found. Error! Bookmark not defined.). Ricigliano 
argues that while each theory captures an important conflict dynamic, none of them 
can go it alone to create peace writ large. Peace Writ Large is a term coined by Mary 
B. Anderson and Lara Olson (2003) referring to the changes at the broad level of 
society.   The aim is to stop violence and the destructive conflict by building just and 
sustainable peace. The concept encapsulates the broad approach to peacebuilding 
that many peacebuilding practitioners crave for. It is the combination of these 
theories that can build and sustain peace in post-conflict societies.  
3.1.1.1 Summary  
The peacebuilding activities briefly discussed above indicate the broad spectrum of 
the peacebuilding field. I have grouped them under thematic areas but there are 
more subtle peacebuilding tasks under each category some of which formed part of 
the KSAs list used in this study to as an important part of the evaluation framework. 
With these activity areas in mind, it is also important to know who the peace builders 
are, what are their qualities and what core attributes do they need.  
3.3 Who are the peace builders?  
Peacebuilders work at all levels of society, from tiny and remote villages to the UN. 
Wherever they work, their aim is to bring about an end to violence and injustice. To 
create peaceful and just communities for families, societies, nations, including those 
we sometimes consider as our “enemies” or “terrorists”. There are some peace 
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builders whose stories have been told or written in some peacebuilding books. The 
women of Liberia, the Luo, Masai, and Kuria elders in Kenya, Nelson Mandela, 
Desmond Tutu, the Dalai Lama and Aung San Suu Kyi. However, there are many 
peace builders out there who are not famous at all; there are not working at the UN 
or regularly appear on television. There are not written in history books. This 
category includes most of those who are concerned about situations in homes, 
communities, and countries and willing to work towards build lasting peace in small 
and big ways.  
The diversity of peacebuilding activities calls for an equal diverse array of actors. 
The researcher categorised peace builders into four main groups: international, 
regional, national and local. Peace builders in all categories span across the political, 
civil, military, economic and social spheres. Local peace builders include both 
individuals and organisations. These are local grassroots activists, grassroots 
organisations, local NGOs, community workers, social workers, health officials, local 
entrepreneurs, ex-combatants, local elders, chiefs, clan leaders and religious 
leaders. National peace builders include churches, business, academia, media, 
national NGOs and political leadership. Regional peacebuilding actors are mainly 
organisations with a regional and continental presence. At the international level, the 
main peace builders are states, international organisations, INGOs, diplomats, UN 
and its agencies and foreign governments. However, organisations engaged in 
peacebuilding activities require staff that are qualified and committed to work for 
peace.  
3.3.1 To what extent do quality personnel matter in peacebuilding work?  
The vast array and complexity of peacebuilding activities means that thousands of 
organisations and millions of individuals work for peace and social change. The 
question that arises is to what extent do quality personnel matter in peacebuilding 
work? In a UN report on enhancing mediation, Ban Ki-Moon noted the frustration 
about accessing quality staff for peacebuilding-related interventions as follows: 
With the peaceful settlement of disputes a key element of the United Nations’ 
mission, the world body’s mediation capacity–which is thwarted by the limited 
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number of experienced mediators and the lack of sufficient financial 
resources–must be bolstered. Too often in the past, mediators have been 
dispatched without the full benefit of specialized training and background 
information, giving United Nations efforts an ad hoc quality, too dependent on 
trial and error (Ban, 2009: 18).  
The complexity of conflict and its peaceful resolution calls for quality personnel 
equivalent to doctors, engineers and accountants so that potential employers can 
effectively staff their programs. As in the medical field, where some are general 
practitioners, some are specialists and others provide support services, so too is the 
peacebuilding field where we have generalists, specialists and support staff. The 
relevance of attributes acquired from graduate PACS programmes largely depends 
on the work their organisations are doing and the individual’s career goals and areas 
of expertise. Despite all these issues, quality personnel matter in peacebuilding 
work. It is crucial for staff to be committed, motivated, have the right attitude, 
possess the requisite core attributes, and uphold both professional and ethical 
values.  
While peacebuilding personnel need sufficient knowledge and skill to take on new 
responsibilities in different environments, they also have to be committed and 
motivated to give to others. Commitment means readiness to share one’s time, 
energy and resources for a collective cause. On the other hand, motivation 
determines the success or failure of one’s actions. If peace builders are to apply 
effectively the core attributes they acquired during training, they need some 
additional set of core values similar to those identified by the Civilian Peace Service 
Canada (CPSC) ( See Appendix  4: Core values and key competencies of CPSC on 
page 273). Core values are underlying traits that develop early in an individual. The 
core values are not “learnable” or “trainable” like some key attributes and potential 
employees can demonstrate them during the recruitment process. The presence of 
core values in peacebuilding personnel helps to predict effective performance in any 
sector of the peacebuilding field.  
3.3.2 What KSAs do effective peace builders require?  
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Undoubtedly, peace builders require certain core characteristics to enhance their 
efficacy. Academic programmes such as the Rotary programme set out to train 
peace builders by offering them these core attributes. Core attributes include 
knowledge, skills and abilities. According to Blanchard and Thacker, knowledge can 
be divided into three related categories (Putnam, 1993).  Declarative Knowledge is a 
person’s store of information about a subject matter. Procedural knowledge is the 
person’s understandings about how and when to apply the knowledge and skills that 
have been learned. Strategic Knowledge consists of a person’s awareness of what 
he knows and the internal rules for accessing relevant facts and procedures applied 
toward some goal.7 Skills are capacities needed to perform a set of tasks as a result 
of training and experience (Fuest, 2010).  Abilities are general capacities related to 
performing a set of tasks over time as a result of heredity and experience (Chandler, 
2010). These attributes increase the trainees’ capacity to contribute to the 
development and implementation of non-military approaches to the prevention, 
management and resolution of violent intrastate, national and global conflicts.  
Graduate PACS programmes such as the Rotary programme tend to emphasise 
certain core attributes in their teaching depending on their orientation. Employers 
would emphasise on key attributes related to the nature and type of work to be done. 
These range from project management, research, monitoring and evaluation, conflict 
analysis, administration to advocacy and lobbying. The emphasis also depends on 
the level of the job position, whether its entry, mid or senior level. Moreover, location 
of the workplace, which could be either local or overseas, plays an important role in 
the employer requirements. The gap between graduate PACS offerings and 
employer requirements are likely to emerge in many situations for as long as it 
remains difficult to ‘identify a consensus on the core competencies given the lack of 
agreement on the core theories and skills in the academic field and the different 
conceptualizations of the [peacebuilding] field as practiced by employers’ (Nike, 
2010: 3; Carstarphen et al., 2010a).  
                                            
7 To get more information about Training in Organizations, http://bit.ly/1ImwX01, (Accessed May 07, 
2015). 
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The researcher interviewed 18 individuals from NGOs and other organisations 
engaged in peacebuilding activities. They shared their thoughts and identified a 
number of attributes they seek in potential employees. The majority of the attributes 
are not unique only to the field of peacebuilding, but they overlap into other fields 
such as development, teaching, nursing, counselling, and monitoring and evaluation. 
Moreover, there is no one set of attributes that employers look out for because this 
varies according to the type of work, its level and location. In fact, employers look for 
various attributes or a combination of the general and specific ones. Almost 
unanimously, respondents stressed that the term peacebuilding is a catchall phrase 
referring to the broad field of associated initiatives, processes, practices and theories 
connected to international conflict and peace work. However, the employer 
representatives seem to agree that potential employees in this broad field should 
have significant knowledge, experience and expertise working in conflict 
environments. Potential employees should do some voluntary work in a familiar 
environment. One respondent from a consultancy organisation stressed the need to 
have knowledge about identifying the root causes of conflict. Capacity to identify root 
cause of conflict and to use multidimensional responses means that peace builders 
pursue peace beyond the mere absence of violence or overt fighting (Necla, 2004; 
Ho-Won, 2005) to include the presence of humane conditions.  
Respondents also stressed other peacebuilding knowledge areas such as conflict 
analysis, conflict dynamics, grievance redress mechanisms and resolution 
processes. One respondent from an INGO stressed the need for “A comprehensive 
understanding of the conflict context - the causes, actors and their relationships, 
dynamics and history of the conflict”.  Another respondent stressed the need to have 
“A systemic understanding of peacebuilding work - time frames, emergency, short- 
medium- long-term and generational”. Understanding the conflict dynamics enable 
the peacebuilder to tailor-make interventions strategies for the various conflict 
situations. Some of the conflict dynamics to take note of include current conflict 
trends (e.g. escalation or de-escalation, changes in essential framework conditions). 
Windows of opportunity (e.g. are there positive developments? What factors support 
them? How do we strengthen them?). Employers also emphasise the importance of 
field experience. They stressed that overseas field experience or knowledge of 
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particular conflict regions or areas is essential. Experience, in this case, could be 
work, internship, volunteer experience or a combination of any of those. 
A senior manager from a UN agency emphasised knowledge about “The 
multidimensional analysis capacity of the root causes of conflict. Moreover, a 
multidimensional responses capacities to address the short and long-term causes of 
conflicts, as well as stabilization process”. Sentiments from employers indicate that 
there is no one-size-fits-all approach to peacebuilding. It also implies that not 
attribute acquired from graduate PACS programmes is universally applicable in the 
workplace.  Every situation is unique and requires a context sensitive and tailor-
made approach. Therefore, contemporary peacebuilding actively encourages the 
combination of both top-down and bottom-up approaches. National and local peace 
initiatives must work in tandem with each other. Moreover, if local actors participate 
in defining the problem, they are more likely to take ownership of the solutions and 
increase levels of accountability and sustainability with guaranteed support from 
externals.  
Some employer representatives made comments on the need and importance of 
cultural diversity. One official strongly emphasised the need for “Knowledge and 
capacity to operate in culturally uncertain environments”. It is not easy for peace 
builders, no matter how well intentioned they are, to get inside a culture that is not 
their own. The cultural horizon is a very difficult concept to grapple with in 
peacebuilding, partly because sustainable peace is based on local understandings 
more than technical knowledge of externals. It is not to say that externals have bad 
intentions when they intervene to build peace in cultures other than their own. The 
argument is that due to the nature of culture, the way to approach culture from an 
external horizon is the same as to approach culture from the internal horizon. 
Employers expect peace builders to have broad knowledge, experience and 
expertise working in cross-cultural environments.  
Knowledge about cultural diversity, skills in cultural fluency and communication, 
ability to move in and out of different cultures as well as dealing with one’s cultural 
prejudices and attachments. As communities are diverse, what is also critical is 
conflict-sensitiveness, an approach that prevents igniting conflicts among different 
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communities. Sticking to own organization's norms and standards does not mean 
someone or an organization is conflict-sensitive. For instance, an incident occurred 
in Myanmar involving an aid worker. The Malteser International staff member 
removed a Buddhist flag from the aid agency’s office building as a sign of showing 
the organisation’s neutrality in the ethnic conflict dividing the country’s western coast. 
The Buddhists, who comprise the majority of the population in the Rankine state, 
saw the act as a sign of disrespect resulting in a surge of violence against the aid 
workers.8 Working in another culture is a new frontier and unsurprisingly will remain 
unfamiliar territory for many PACS graduates.  
Training programmes for peace builders should provide for cultural enrichment to 
enable peace builders to work outside their cultural environments. Emphaisis on 
cultural identity and diveristy is important when training peace builders.     
Employers’ representatives also identified several skill areas they look out for when 
staffing their organisations. Most of them emphasised skills in basic conflict 
resolution and management such as negotiation, mediation and problem-solving. 
Others emphasised management skills (interpersonal and organisational), 
communication skills, research, and report writing skills. One official from a local 
NGO stressed a number of skill areas such as “Self-care, language skills, 
communication skills, grant/donor reporting, grant writing, budget management, 
relationship building, and identifying patterns and cross-cutting components, creating 
log frames, technical expertise”. It is not surprising that employers are emphasising 
on a number of skills, some of which are general and some specific. General skills 
help provide a foundation for peace builders while specific or specialist skills provide 
peace builders with practical and technical advantage about the way particular 
peacebuilding activities should be carried out. As one official from an INGO noted 
during the interviews:  
What make good peace builders ultimately are not what they know, but the attitudes, 
skills and habits they consistently practice - and their ability to foster the 
                                            
8 For more information, read 5 tips for working in Myanmar - Myanmar News - Mingalapar Forum, 
http://mingalapar.com, (Accessed May 07, 2015). 
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development of peacemaking attitudes, skills and habits of others. These attitudes 
and skills need to be practiced and internalised so that there is a change in a person 
at the level of their personal values and their emotional response as well as at an 
intellectual level. Role-playing peacebuilding skills, regular practice and reflection are 
useful techniques for helping peace-builders turn theoretical peace-building 
knowledge into peacebuilding skills that peace builders can practice under pressure.  
Some officials emphasised other skills such as interpersonal skills, creative thinking 
skills (thinking outside the box), excellent communication skills (both at the individual 
and organisations levels), good oratory skills, skills in facilitation, and how to lead 
and create inclusive dialogue. Emerging from all these skill areas is the need to 
peace builders to be open-minded and flexible due to the nature of the work they do 
in different environments. It is reasonable to assume that peacebuilding work can 
take place under stressful and ever-changing conditions, and peace builders need to 
adapt to the different conditions. When peace builders are multi-skilled with high 
levels of innovation, creativity and flexibility is possible. One official commented that 
“Openness and the ability to develop creative solutions with others. Sometimes the 
solution is not conventional, sometimes compromise is everything”. 
Ability means the capacity to act, in either a general or a specific way. For example, 
a peace builder may have the knowledge and the skill to write a speech, but not the 
capacity to present and deliver an excellent speech. One official from a local NGO 
emphasised the need for “Ability to operate in uncertainty, exercise patience, ability 
to defuse tension, sense of humour, and empowerment of others, mainly local staff”. 
Another official from an INGO stressed “Ability to listen, deal with group dynamics, 
build networks and coalitions, develop personal self-nurture, have empathy, tolerate 
and embrace diversity, deal with ambiguity or tolerate out-of-your-comfort-zone 
situations”.  
Another important area emphasised by the employer representatives when they look 
out for staff is whether potential employees know whom the stakeholders in the field 
are. An essential attribute stressed is that potential employees should have relevant 
networks and are well aware of the players in the field. In other words, effective 
peace builders should be able to build and manage networks with relevant 
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stakeholders in the field. One official from a UN agency noted: “Ability to work with 
already existing structures - formal and informal is crucial”. 
In addition to the interviews with employer representatives, the researcher used 
three complementary documents (two research studies and one recruitment model in 
addition to those discussed earlier in this chapter) to compile a list of attributes for 
effective peace builders.  The first document is a report is by Craig Zelizer and Linda 
Johnson (2005: 27-33) Skills, Networks & Knowledge: Developing a Career in 
International Peace and Conflict Resolution. The report is a result of a study 
commissioned by the Alliance for Conflict Transformation (ACT) on career 
opportunities in the field of international peace and conflict resolution. There were 
two phases to the research. The first phase was a survey of faculty and program 
administrators from nineteen graduate programs in peace and conflict resolution in 
North America. The goal was to find out how peace and conflict resolution academic 
departments prepare students for careers and the resources they need to do 
effectively that. The second phase surveyed employers in international peace and 
conflict resolution (and related fields, including development, humanitarian relief, and 
economic development) in order to identify the attributes they seek in employees. 
This report was very useful in identifying and compiling the core attributes required 
by effective peace builders used in this research study.  
The second document is a report is by Carstarphen et al. (2010a: 1-12) Graduate 
Education and Professional Practice in International Peace and Conflict. The study 
report examined the compatibility between graduate academic programs in 
international peace and conflict, and the needs of organisations and agencies 
working in the peace and conflict resolution field ( see Appendix 5: Essential 
attributes: Academic programmes versus Employer needs on page 275). It offers an 
overview of the first report by ACT, buy highlights existing gaps and outlines 
concrete recommendations on how academic programs can better prepare students 
peacebuilding and related work. 
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 The third document outlines CPSC’s approach to recruiting, equipping and referring 
peace professionals to potential employers.9 CPSC developed a model as part of 
efforts towards a competency-based approach to building a roster of qualified peace 
professionals who demonstrate the shared values and key attributes, which are 
necessary for effective peace builders. The model is useful for managers, 
practitioners who wish to describe the work of particular jobs in peacebuilding in 
terms of key competencies, and mission-specific attributes. The model identifies core 
values as part of attributes for effective peace builders. Core values are traits, which 
are non-trainable, but should be present in individuals well before the training and 
they should be emphasised and identified during recruitment.  Core attributes are 
“learnable” or “trainable” and are the principal characteristics employers look out for 
in potential employees.  
While some peacebuilding activities require highly technical knowledge and special 
training and skills, not all activities are for “experts”. Much more important than 
learning is developing the heart for peacebuilding. Knowledge and skills can be 
taught to enhance abilities, but the commitment and passion for working for peace 
and against violence require the “heart” and passion for peace. Something that 
should be present in peace builders before they even go into training (core values). 
These documents, as well as the interviews coupled with the researcher’s 
experience in the peacebuilding industry, led the compilation of a list of key attributes 
used in this research study as part of the evaluation framework (see Appendix 6: List 
of identified Knowledge, Skills and Abilities required by peace builders on page 276). 
3.4 Conclusion  
We have seen in this chapter that peacebuilding praxis reflects the complexity of the 
historical, theoretical and practical elements involved in building peace. The practice 
of peacebuilding needs to address at least the following three areas: political, socio-
economic and culture of peace. The researcher acknowledges that not every 
peacebuilding programme may adequately address each of these areas. 
                                            
9 Core Values and Key Competencies of a Peace Professional: A Discussion paper, The Civilian 
Peace Service Canada (CPSC), http://www.civilianpeaceservice.ca, (Accessed May 07, 2015). 
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Nevertheless, they remain crucial areas for peacebuilding in conflict-ridden and post-
conflict societies. 
Problems leading to violent conflict are believed to be political and require political 
solutions (Knight, 2003a; Knight, 2003b). Political issues include SSR, creating or 
reconstructing governance institutions, developing means to allow the struggle for 
power to continue through peaceful channels, and instituting and monitoring the 
holding of free and fair elections. Democracy, good governance, the rule of law, 
human rights and constitutionalism has become central to peacebuilding initiatives in 
the political area.10 The primary assumption is that democratisation facilitates the 
non-violence governance and management of societal conflicts. However, the nature 
of democracy and the manner in which it is introduced to the conflict-torn society 
remains debatable.    
When dealing with the socio-economic dimension of peacebuilding, the central 
assumption is that underlying socio-economic problems tend to trigger most civil 
conflicts – intrastate conflicts. The focus of peacebuilding activities, therefore, should 
be social and economic development orientated. For example, the IMF and the WB 
adopted this approach to peacebuilding in the 1990s, including programs such as 
SAPs. Advocates of this approach believe that market solutions are the primary 
answer to societal problems. Issues to be addressed may include the development 
of micro-projects, employment creation, improved health and education, aid to 
support the balance of payments, infrastructure development and promotion of 
investment social programs. However, the bureaucratic machinery of dispersing aid 
and the likelihood that aid may end up in wrong hands and used to destabilise the 
country further are some of the major concerns of this approach.  
Cultures of peace inherently include issues such as social cohesion and 
reconciliation. These areas are crucial in cultivating cultures of peace, either through 
peace education or non-violence dispute resolution systems grounded in the values, 
traditions and customs of local communities. Policies and activities in this area 
                                            
10 Constitutional reforms and people's aspirations | Sri Lanka Daily News, Wednesday, April 8, 2015, 
available at http://www.dailynews.lk, (Accessed May 08, 2015). 
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should focus on promoting dialogue and tolerance among conflicting parties; 
eliminating prejudices, stereotypes and negative perceptions among different groups 
or communities; trauma healing, reconciliation activities and rituals; and truth-telling 
and acknowledgement of wrongdoing by perpetrators. These activities aim to 
promote emotional healing, social cohesion and coexistence.
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Chapter 4:  The Rotary Peace Fellowship programme  
4.1 Introduction  
This research study is evaluating the contribution of the Rotary Peace Fellowship 
(RPF) programme to the successful training of Peace Fellows to become effective 
peace builders. In the previous two chapters, I canvassed peacebuilding theories 
and practices showing the sort of things that theory and practice tell us about the 
consolidation of peace and what peace builders do. It is clear that the 
conceptualisation of peacebuilding varies both in theory and practice. Consequently, 
peacebuilding activities are diverse and cover a wide array of tasks ranging from 
political, social, economic, developmental and humanitarian. Moreover, there are no 
standardised employment requirements for peace builders as employers focus on 
knowledge, skills and abilities (KSAs) – competencies that resonate with their work 
activities when recruiting graduates. The following sub-questions arise; to what 
extent does the Rotary programme equip Peace Fellows with the requisite 
peacebuilding KSAs? To what extent do Peace Fellows value them in their 
employment circumstances? What are the employment circumstances of former 
Peace Fellows upon graduation? Do Peace Fellows rise to positions of influence in 
their post-fellowship careers? The answers to these questions are set up in Chapters 
Six and Seven respectively. The primary purpose of this chapter is to provide an 
outline of the RPF programme and the courses offered at various Rotary Centres for 
International Studies (RCISs).   
4.2 What is Rotary? 
Paul Harris and his friends founded Rotary in 1905 (Chicago, Illinois).11 They created 
Rotary as a professional group with the same friendly spirit that Paul Harris 
experienced as a youth in his hometown. The name Rotary came from the group’s 
early practice of rotating meetings among the offices of each member. They formed 
the first club as their meeting place to recapture the friendly spirit they had 
                                            
11 More information on the history of Rotary is available at https://www.Rotary.org, (Accessed 05 June 
2012).  
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experienced among the business people in the small towns they lived. Within five 
years of the founding of Rotary, clubs had formed across the US, from San 
Francisco to New York and 16 years later, Rotary had clubs on six continents, 
symbolising a phenomenal growth. 
Rotary has since grown into a global organisation and is one of the many 
international non-governmental organisations (INGOs) working towards the 
consolidation of world peace. It is a not-for-profit organisation operating worldwide 
through its affiliate clubs. The concept of not-for-profit or non-profit making is a broad 
one, defined in various ways. Here the term is used to refer to an organisation 
operating for a public rather than private benefits (Ott and Shafritz, 1986b; Ott and 
Shafritz, 1986a). An essential element of a not-for-profit is its reliance on voluntary 
services for both financial, material and human resources. The main purpose of 
Rotary is to contribute, in various ways, to the building of peace in many societies, 
through humanitarian, educational and health programmes through its members – 
Rotarians.  
Rotarians are professionals with diverse backgrounds and congregate to exchange 
ideas and form meaningful lifelong relationships around the world under Rotary. 
They come from all countries, cultures, and professions and join to promote peace in 
various communities around the world with a commitment to change lives. 
Consequently, Rotarians serve in countless ways, both collectively and individually. 
They join Rotary clubs, which elect club presidents on an annual basis; clubs form 
and belong to a district; districts elect district governors every year.  
To date, Rotarians are found in almost every part of the world today, working 
together both digitally and in-person to solve some of the world’s most challenging 
problems.12  Rotarians have persevered even during tough times to accomplish the 
Rotary mission. For instance, during WWII, Rotary clubs in Germany, Austria, Italy, 
Spain, and Japan were forced to disband. Despite the risks associated with WWII, 
many of them continued to meet informally and following the war’s end, they joined 
                                            
12 Rotary Conference 2014 | Quest Admissions Blog, http://questadmissions.com, (Accessed May 10, 
2015). 
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to rebuild their clubs and their countries. At the time of this research study, Rotary 
had 1 207 102 Rotarians, 34 823 Rotary clubs, 537 Rotary districts, and 8 028 
Rotary community corps.13 Rotary’s commitment to peace is ongoing, as it started in 
the early years of the organisation’s formation.  
Rotary focuses its efforts on six thematic areas to enhance its local and global 
impact on the consolidation of peace.  Fighting disease (especially the eradication of 
polio); providing clean water; saving mothers and children; supporting education, 
growing local economies and promoting peace14. All the six areas are important in 
promoting a better world for all.  This research study in general, and this chapter, in 
particular, focuses on Rotary’s goal of contributing to peacebuilding by training a new 
generation of peace builders. Training peace builders is just one of the many goals 
of Rotary in its efforts to promote peace, goodwill and world understanding.  
4.3 The Rotary Foundation  
The Rotary Foundation (TRF) is a not-for-profit corporation as well as a Rotary 
service arm that operates on a budget sustained by contributions from members of 
Rotary and its donors. It handles the implementation of a range of approved Rotary 
programmes such as the humanitarian and education programmes, including the 
master’s programme that is the focus of this study. TRF also administers funds for 
Rotary projects through its secretariat staff in Evanston and fulfils Rotary objects by 
implementing the various programmes. More simply stated TRF’s mission is to 
enable Rotarians to promote peace, goodwill and world understanding through the 
improvement of health, the support of education, and the alleviation of poverty.15 
There are three Fund buckets under TRF. The first is Polio Fund, the second is the 
Annual Fund, and the third is the Permanent Fund.  
Rotary set up the Polio Fund to achieve its goal of eradicating polio in all parts of the 
world. It is a low-risk fixed income portfolio whose objective is to preserve principal 
                                            
13 For more information, see the Rotary International and the Rotary Foundation Annual report 2013-
14 at https://www.rotary.org, (Accessed on 15 January 2015).  
14 More information is available at: https://www.Rotary.org, (Accessed on 30 July 2012). 
15 The Rotary Foundation Endowment Fund, https://www.rotary.org, (Accessed May 11, 2015). 
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and to generate a level of revenues consistent with the preservation of principal and 
prudent assumption of risk. The Annual Fund comprises a long-term portfolio that 
consists of accumulated contributions, an operating reserve fund, and a short-term 
working capital fund. Rotarians contribute an average of $95 million dollars to the 
Annual Fund. It is used to assist various Clubs to take action and change people’s 
lives in communities. Activities funded under the Annual Fund include strengthening 
peace efforts, providing clean water and sanitation, support education and grow local 
economies. At the time of this study, the Annual Fund had a total of $330 million 
(2012-13 financial statements).16 The interest earned on the Annual Fund caters for 
the entire administration of TRF.  
The Permanent Fund is the endowment portion of the TRF, established in 1982, and 
also known as the Endowment Fund.17 Its purpose is to ensure a healthy future for 
TRF by providing a continuous stream of income to meet the increasing demand for 
programmes in perpetuity. From time to time, the TRF Trustees determine the 
portion of the income spent on contributions to the Endowment Fund.  Gifts to the 
Endowment Fund enable Rotarians and friends of Rotary to fulfil their local and 
global philanthropic goals.18 The Fund aims to reach US$1 billion by 2017.19 Gifts 
given to this fund are never spent; only the interest generated from the funds. At the 
time of this study, the permanent fund had in excess of $630 million. However, only 
$180 million of the fund is in cash. Each year, interest earned of $10-$15 million 
goes to matching grants and international scholarships, including funding for the 
Rotary Peace Fellowship programme. Every year, the Rotary Peace Fellowship 
programme receives an average amount of $4-5 million from the Endowment Fund. 
The remaining $450 million is in the form of expectancies.20 These are gifts that 
                                            
16 See more information at http://sites.Rotary.org, (Accessed on 12 April 2014). 
17 TRF officially changed the name of the endowment from the Permanent Fund to the Endowment 
Fund in January 2013. 
18 The Rotary Foundation Endowment Fund, https://www.rotary.org, (Accessed May 10, 2015). 
19 In 2013, TRF officially changed the goal to build the endowment to $1 billion by 2025 to 2017, see 
more information at: https://www.Rotary.org, (Accessed on 12 June 2014).  
20 Additional financial information for both Rotary  International and The Rotary  Foundation, including 
audited financial statements, annual reports, government filings, and a list of frequently asked 
questions, is available at www.Rotary.org/financials  
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Rotarians pledge and do part of their estates.  What is remarkable about this part of 
TRF funding is that the gifts into the permanent fund perpetuate.  
Besides the Rotary Peace Fellowship programme, Rotary has five other 
programmes. With TRF’s help, more than fifty disadvantaged countries have greatly 
benefited from water sanitation projects. Well over 200 countries now have better 
education for their children and hope for their future through the Rotary literacy 
programmes. Scores of projects have improved the quality of life for disabled adults 
and children through the disability plans. Sustainable farming projects, many of them 
ongoing, have provided tools, systems and practices for the future. So that rural 
communities can retain their culture and identity while producing sustainable 
outcomes for themselves and local markets. International exchange programmes 
encourage the youth of the world to mix and mingle together, allowing them to 
understand better and appreciate human diversity.  Nearly eight hundred health 
projects, assisted by TRF funds spread across 92 countries. Rotarians address 
issues of medical equipment and supplies, community clinics, the scourge of 
avoidable blindness, malaria and public health problems. Moreover, the tragedies 
and challenges of HIV and AIDS, and the goal of ridding the world of polio.  
Rotarians around the world carry a broad range of important humanitarian work. 
However, when one cherishes life and care for humanity as Rotarians do, it does not 
feel like work, especially when sharing the experience with friends and colleagues. 
Rotary clubs around the world have been and continue to engage in a range of 
programmes as mentioned earlier. For example, Australian Rotary clubs are involved 
in projects at all levels. They help with wheelchairs for kids, group study exchange 
programmes, and an initiative called Shelter Box Australia. The initiative provides 
temporary accommodation kits comprising tents, bedding, and food and water 
purification for refugees around the world suffering deprivations, especially from 
natural disasters. The ideals of Rotary include a fair go for all and the willingness to 
do the right thing as reflected in The Four-Way Test.  
Of essence to Rotary is the joy of working and socialising with professional people 
who are interested in others and not just themselves. Professional men and women 
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who are prepared to give back as much as they receive from life.21 In 1999, Rotary 
conceived the idea to train a new generation of peace builders who are committed to 
promoting peace, goodwill and world understanding.  Hence, they made the RPF 
programme one of their flagship programmes as part of efforts to contribute to 
peacebuilding. 
4.4 Conceptualisation of the Rotary Peace Fellowship programme 
Rotary International President and then-Rotary Foundation trustee chair, Rajendra 
Saboo, formed a committee in 1996 to consider the concept of an educational 
centre, institute, or university dedicated to Rotary’s founder, Paul Harris.22 This 
committee, composed of individuals with professional backgrounds and experience 
in higher education, explored a variety of academic models to achieve this goal. The 
result was a recommendation for a worldwide, multi-institution commitment to 
creating “Paul Harris Centres for International Studies”. Peace Fellows would obtain 
a two-year graduate degree in a field related to international relations, conflict 
resolution, and peace studies. The Trustees adopted this proposal in principle and 
appointed a committee of Rotarians to develop it fully. 
Over a period of two years, this committee developed a conceptual plan for the 
Rotary Centres, reviewed more than hundred university proposals, and conducted 
visits to short-listed universities interested in hosting a centre. In 1999, the 
Foundation Trustees approved the plan to partner universities to establish the RCIS 
in peace and conflict resolution. Rotary selected partner universities with very high-
quality graduate PACS programmes. Moreover, diverse geographical locations, 
superior curricula and faculty in world affairs, conflict resolution and international 
studies, and an international reputation for excellence in research, teaching and 
service.  
More importantly, Rotary wanted the partner university to have a formally organised 
graduate programme in international studies and/or conflict resolution. Moreover, 
                                            
21 Mount Waverley Rotary, http://www.mountwaverleyrotary.org, (Accessed May 11, 2015). 
22 Rotary World Peace Fellow Handbook, http://www.clubrunner.ca, (Accessed May 11, 2015). 
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with at least an academic unit with an international studies focus that would 
academically and administratively house the RCISs. Moreover, the university should 
offer a breadth of advanced courses of study in a variety of fields and provide an 
atmosphere of academic freedom to faculty and students.  Rotary also considered 
the capacity of partner universities to offer students state-of-the-art electronic 
communication facilities to Peace Fellows at little or no cost. Other facilities Rotary 
looked at when selecting partner universities included excellent library holdings and 
associations with other libraries through formal collaborations. Initially, Rotary 
selected seven universities with graduate PACSs programmes with core courses in 
international and peace studies. Moreover, in which Peace Fellows had opportunities 
to specialise in various aspects of international studies that impact on peace and 
conflict resolution. More than 100 universities initially applied to host an RCIS, but 
only seven were selected.  
4.5 Purpose of the Rotary Peace Fellowship programme  
The Rotary programme was established to provide mid-career professionals from 
around the world with the opportunity to build their capacities in peacebuilding, 
conflict resolution, mediation and development strategies. Peace Fellows come from 
myriad countries and cultures to study subjects such as international relations, public 
health, international law, public policy, journalism, political science, and peace and 
conflict prevention and resolution. To date, the RPF programme is one of the most 
widely recognised and prestigious international PACS programmes in the world.  Its 
main objectives are: (1) To advance research, teaching, publication and knowledge 
on issues of peace, goodwill, causes of conflict and world understanding. (2) To 
provide a means whereby TRF and the member clubs of Rotary can promote greater 
tolerance and cooperation among peoples, leading to global peace and 
understanding. (3) And, of chief concern here—to provide advanced educational 
opportunities for a group of Peace Fellows , chosen from various countries and 
different cultures, in order to advance knowledge and world understanding among 
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potential future leaders of government, business, education, media and other 
professions.23   
Rotary broadly defined its programme objectives to cover a huge field, 
encompassing preventive and structural measures to reduce the likelihood of 
conflict. According to Rotary, peacebuilding is the advancement of international 
understanding, goodwill and peace through a world of fellowship of business and 
professional persons united in the ideal of service.24 This definition is broad reflecting 
why Rotary also set broad objectives for its Peace Fellowship programme that sets 
out to train peace builders.   
We know that peacebuilding is a broad field; there is no agreement as to what the 
core attributes are, and there is no single trajectory in training a peacebuilder. We 
also know that peacebuilding has gone through a period of rapid expansion and 
looking at what constitutes peacebuilding means looking at a huge field. For 
instance, the WB is now heavily engaged in the process of peacebuilding and in 
particular now gives a lot of its funding towards its understanding of fragile states.25  
What comes out of its huge list of projects is that most of them are from Africa and 
the Middle East. It is clear that peacebuilding has spread throughout the world by 
looking at what the Rotary and other organisations like WB are doing. What 
accompanied the expansion of the field in the period since the 1990s has been the 
growth of the non-government sector in relations to peacebuilding.  For instance, the 
European Centre for Conflict Prevention lists more than a thousand NGOs that are 
specific peacebuilding NGOs. 26 It is a huge number because the architecture of 
contemporary peacebuilding has been built over roughly a twenty-year period. It is 
                                            
23 More information is available at Education Programmes of the Rotary Foundation, Rotary Alumni 
Association of Greater New England – RAAGNe, http://bit.ly/1EUaIMF , (Accessed May 08, 2015). 
24 More information is available at The Quest for World Understanding and Peace, 
http://www.rotarianactiongroupforpeace.org, (Accessed May 10, 2015). 
25 See the World Bank Harmonised list of Fragile Situations in year 2013 at 
http://siteresources.worldbank.org, (Accessed on 18 May 2014). This is a list of countries and 
territories that the World Bank has identified as being at risk of conflict. As far as these countries and 
territories are concerned, the funding of the World Bank is directed by the principle of providing 
assistance to those countries, but in particular providing mechanisms to prevent those countries 
relapsing into conflict.  It is quite a long list and the World Bank does an assessment of these 
countries and territories from time to time.  
26 More information is available at http://catalogue.sipri.org, (Accessed on 23 August 2014) 
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by no means a phenomenal result. Moreover, on-going issues and debates among 
peacebuilding actors revolve around the meaning and scope of peacebuilding and 
the most efficient ways to implement it rather than attributes that make peace 
builders competent. As a result, various actors tend to operate under considerably 
different perspectives and interpretations of what peacebuilding means and what it 
involves.   Moreover,  how to achieve the goal of sustainable peace (see Theoretical 
approaches to peacebuilding on page 34). Consequently, training peace builders 
does not follow a single trajectory. In fact, individual, institutional training processes 
emanate from a pool of loose ideas based on goals and objectives of the institutions. 
Contemporary peacebuilding is a profession without an agreed-upon professional 
pathway for training professional peace builders.  
4.6 The Rotary Training Model 
Rotary understands that each society or community is unique, with its needs and 
concerns. Through partnerships with several universities, Rotary trains a cohort of 
Peace Fellows every year in peacebuilding and conflict resolution. Peace Fellows 
develop the peacebuilding competencies required to build sustainable peace in 
different parts of the world. More importantly, Peace Fellows work to build capacities 
of local leadership and communities to prevent and mediate conflict and support 
long-term peacebuilding in areas affected by conflict and violence.    
Therefore, the RPF programme sets out to do two things: to prepare peace builders 
and return them to the workplace as competent peace builders. Considering that 
peacebuilding work is so broad (see Peacebuilding Praxis on page 53), Rotary also 
set itself broad programme goals to cater for the wide spectrum of peacebuilding 
work. As a result, we have a situation where Peace Fellows end up doing work in 
various sectors depending on their areas of expertise.  
Despite all this, Rotary endeavours to train Peace Fellows to become effective peace 
builders. According to Rotary, this new generation of peace builders will set out to 
change the world in a fundamental way by contributing to peace, goodwill and world 
understanding. It is Rotary’s intention to save and change lives; to restore hope and 
futures for millions of people globally. Not by power, politics, or grand gestures, but 
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by training a new generation of peace builders and send them out in the world. 
Regardless of their colour, nationality or political persuasion, Peace Fellows share a 
common bond of commitment to promoting peace and world understanding. We 
know what it is like to feel the relief of a weight lifted by a helping hand when passing 
on that action, the world becomes a better place. Not only do Peace Fellows benefit 
from the RPF programme, but also their work upon graduation. Their work 
transcends territorial boundaries, helping where there is a need, promoting global 
peace and world understanding. Hence, Rotary intends to change the world by 
training a new generation of peace builders who work in various areas of their 
expertise.  
In short, the goal of the RPF programme is to empower, educate and increase the 
capacity of Peace Fellows through rigorous academic training, practice and global 
networking opportunities – train competent peace builders. Through this experience, 
Peace Fellows build the attributes needed to act as leaders and catalysts for peace 
and conflict resolution both in their communities and around the globe. Each year 
TRF carefully recruits an average of 50 individuals from all parts of the world who 
demonstrate leadership potential and are committed to promoting peace. At the time 
of this study, at least 500 students went through the master’s programme.27 
However, only 418 were actively in touch with Rotary according to the Rotary Alumni 
Coordinator’s database, and this is the target population in this research study.  
Rotary expects to reap wide-ranging benefits from the RPF programme graduates in 
the years to come.  
An important feature of the RPF programme is the diversity of Peace Fellows; 
whether it is geographic or occupational. Over the years, Rotary has demonstrated 
that peace has many different routes by bringing into the RPF programme a mixed 
cohort of trainees. Peace comes in many various forms and has equally many 
                                            
27 In 2006, Rotary launched a 3-month peace studies certificate programme, serving as an addition to 
the Rotary programme. The programme enhances Rotary’s existing work to support international 
peace studies. The certificate programme attracts middle to upper-level professionals who can 
arrange to be away from their employment for just a few months. This research study evaluates the 
master’s programme and not the professional development certificate. 
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different visages. All are important to and contribute to the consolidation of global 
peace.  
4.6.1 Rotary Peace Fellowship programme funding  
We have seen that the primary source of financing for the RPF programme comes 
from voluntary contributions from Rotarians and other donors. The voluntary 
contributions go into an Endowment Fund and invest in perpetuity, with spendable 
earnings supporting the RPF programme. The interest earned on the cash portfolio 
of the fund is made available to provide funds for educational programmes, including 
scholarships for educational programmes. Contributions may be designated for a 
particular class of Peace Fellows. For instance, $1, 5 million endows a Rotary Peace 
Fellows for a two-year master’s degree programme at an RCIS every year. 
Alternatively, a major gift can be made to a particular class of Rotary Peace Fellows 
or given to the Endowment Fund to provide support in perpetuity. The principal 
contribution is never spent, but a portion of the earnings is made available for 
specific RCISs activities. In some cases, one-time term gifts provide funding for one 
or more Peace Fellows at an RCIS. For instance, $75 000.00 of a term gift, which 
will be fully expended within a year or two, provides funding for a Rotary Peace 
Fellow for a two-year master’s programme at an RCIS.  
Funding for the Rotary depends on the financial support of Rotary districts 
worldwide. All Rotary districts are encouraged to contribute to the District Designated 
Fund (DDF) in any amount to the fund that supports the Peace Fellows. Districts that 
have the ability to contribute annually a significant amount of US$25,000 or more to 
DDF are Rotary Centres Peacebuilder Districts and receive appropriate recognition. 
Through a combination of Peacebuilder District commitments, DDFs, and Major Gifts 
to the Permanent Fund, the first three classes of Peace Fellows were fully funded. 
To ensure sustainability of the programme in the long term, TRF has implemented a 
major gift fundraising focus to endow the RCISs with restricted outright gifts to the 
Permanent Fund. The Trustees have adopted the fund development plan found to 
raise a cumulative amount of US$150 million in named and endowed support to 
cover Peace Fellows programme expenses by 30 June 2017. The Trustees also 
consider providing World Fund support in the future budget to help cover any short-
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term funding gaps for the RCISs. Unlike other programmes on peace, the RPF 
programme is all-inclusive, covering tuition, living and travel expenses, and 
internship and conference funding. 
4.6.2 The Application process  
The Rotary programme application process is lengthy and rigorous, and prospective 
applicants are encouraged to consider their intentions, goals, plans and prospective 
projects carefully before applying for the scholarship. The competition for 
scholarships is merit-based. Candidates are selected based on a variety of merit 
factors, which include academic qualifications, work experience, demonstrated a 
commitment to peace, leadership ability or potential, and so on. The application 
process operates on a yearly cycle, which opens for appropriately 12 months before 
the anticipated start of the scholarship with a deadline approximately six months 
before the scholarship’s start date. For instance, every year applications are open 
until April 1st for club and district endorsement and July 1st for final selection. The 
application process was wholly online beginning in 2014.  
Table 4:1 Application endorsement and timeline 
The year before the commencement of the fellowship 
December – 
February  
Districts and clubs begin to  
 Promote the programme to recruit well-qualified candidates. 
Promotional materials can be ordered online at 
www.shop.rotary.org  
 Talk with candidates to learn more about their background and 
which of the programmes they are interested in 
 Ensure that they understand all of the steps of the application 
process. 
 Direct them to the Electronic application available at 
www.rotary.org/peace-fellowships  
March – May  Clubs  
 Interview and select candidates and submit their club-endorsed 
applications to the district by 31 May  
 Alternatively, simply forward their applications to the district by 31 
May.  
 Districts recruit potential applicants and receive applications. 
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Districts  
 Form a committee to interview candidates and determine 
eligibility. 
 Submit the District Interview and Endorsement Form for each 
qualified applicant by 1 July.  
 Must notify applicants of their endorsement decisions by 1 July 
July – 
October  
The Rotary Peace Centres Committee, composed of appointed Rotarians 
and university representatives, screens applications and selects 
fellowship finalists. 
November  Districts and their candidates are notified of the results. Finalists then 
apply to the University for acceptance. 
Source: Programme Guide for Rotarians 2014-16 
 
4.6.3 Eligibility Requirements28  
Applicants must also meet the following conditions: 
• Proficiency in English; proficiency in a second language is strongly 
recommended 
• Strong commitment to international understanding and peace as 
demonstrated through professional and academic achievements and 
personal or community service 
• Excellent leadership skills 
• Minimum three years of related full-time work or volunteer experience, 
bachelor's degree 
 
4.6.4 Eligibility Restrictions 
Rotary Peace Fellowships may not be used for the doctoral study. Moreover, the 
following people are not eligible for the master's degree programme: 
• Active and honorary Rotary members 
                                            
28 More information is available at Home Page Stories - Wilshire Rotary Club of Los Angeles, 
http://www.clubrunner.ca/portal/Home.aspx?accountid=2552 (Accessed June 30, 2015).  
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• Employees of a Rotary club or district, Rotary International, or other Rotary 
entity 
• Spouses, lineal descendants (children or grandchildren by blood or legal 
adoption), spouses of lineal descendants, or ancestors (parents or 
grandparents by blood) of any living person in these categories 
• Former Rotary members and their relatives as described above (within 36 
months of their resignation) 
Successful candidates must gain unconditional admission to their assigned partner 
universities. Rotary leaves the final admission decisions to the individual universities 
and will not interfere with the admissions process even in cases where scholarship 
recipients are rejected.  Peace Fellows must be committed to complete the entire 
RPF programme requirements and obtain a corresponding master’s degree at the 
end of the fellowship period.  
4.6.5 Programme Implementation through Rotary Centres for International Studies   
The prevalence of conflict and the need to resolve it amicably has seen the 
proliferation of graduate PACS programmes in the last three decades or so. The 
increasing societal awareness and appreciation for resolving disputes progressively 
exacerbated the value of experts and professionals with the competencies in 
peacebuilding, conflict resolution, reconciliation, transitional justice and development. 
PACS graduates are expected to possess certain core attributes or measurable 
professional competencies that allow them to perform efficiently in the field. 
However, most institutions offering graduate PACS programmes rarely evaluate their 
programmes to determine the link between theory and practice. This lack of research 
is a cause for concern. It leaves a void that ‘may threaten the quality and integrity of 
the conflict management work itself’ (Windmueller et al., 2009) (Windmueller, Wayne 
and Botes, 2009: 294). Despite the dearth of holistic evaluation approaches to 
training of peace builders, graduate PACS programmes continue to supply 
graduates to the market. Programme orientation and emphasis determine the core 
attributes they offer to students. Equally, employers emphasise on certain core 
competencies, depending on the nature of their work. Most likely there will be 
differences in emphasis, and these differences will remain, affecting graduate PACS 
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programmes for as long as it remains difficult to build a consensus on core attributes 
(Carstarphen et al., 2010a)(Carstarphen et al., 2010: 3). 
Graduate PACS programmes aim to equip the graduates with the capacity to 
develop and implement approaches to the prevention, management and resolution 
of conflict at interpersonal, family, community, national and international levels. 
Defining core attributes in graduate PACS programmes is not easy because it is a 
multidisciplinary and growing field. Most PACS programmes provide a composite 
approach. That is, they focus on the intra-social and international dimensions of 
conflict.  As a result, different understandings have emerged as to exactly what the 
“field” is. Academic institutions continue to teach PACS programmes although many 
of them have ‘struggled to define their relationship with other areas, establish their 
connection with practice, and identify their core competencies and values’ (Dugan, 
1989). 
Within this context, it is important to find out what the Rotary programme at various 
RCISs situated at partner universities offer students. We know that Peace Fellows 
study at RCISs located in countries other than their own.29 Through a rigorous 
programme of academic study and practical training, RCISs develop peace builders 
who become catalysts for the consolidation of peace in their communities and 
globally. The RPF programme relies on Clubs, through Rotarians, to help identify 
and recruit potential candidates each year. The RCISs operate in partnership with 
five premier institutions of higher learning.  
The following partner universities host the RCISs:  
 
                                            
29 Fellowship recipients may not study at a Rotary Peace Centre in their own country of citizenship or 
permanent residence, with the exception of Japanese citizens or residents of Japan who have 
completed a course of study outside Japan. They can attend the centre at International Christian 
University. Applicants with dual citizenship or permanent residence in another country cannot apply 
for study at a Rotary Peace Centre in either country. 
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Table 4:2 Rotary Peace Centres for International Studies programmes (2012) 
Partner 
University 
Department Specialisatio
n  
MA/Degree name Length 
of study  
Thesis/Proje
ct  
Duke 
University 
and the 
University 
of North 
Carolina at 
Chapel Hill, 
Chapel Hill 
and 
Durham, 
North 
Carolina, 
United 
States 
School of 
Public Policy 
International 
Developmen
t Policy  
Masters in 
International 
Development 
Policy (MIDP) & 
Graduate 
Certificate in 
International 
Peace and 
Conflict 
Resolution 
through UNC. 
Fellows can also 
take classes at 
UNC 
21 
months 
Project  
Various: 
Peace 
Fellows 
have 
received 
degrees 
from the 
following: 
Anthropolog
y, School of 
Education, 
City & 
Regional 
Planning, 
History, 
Political 
Science, 
School of 
Journalism, 
Social Work,  
Various  Fellows study in 
the department or 
school to which 
they are admitted. 
However, the 
degree must be 
relevant to the 
fellowship.  
21 
months  
Thesis or 
project (it 
depends on 
programme 
requirements
) 
Internationa
l Christian 
University, 
Tokyo, 
Japan 
School of 
Public Policy 
& Social 
Research  
Various  Master of Arts in 
Peace Studies, 
Public 
Administration or 
International 
Relations  
20 
months 
+ 1-2 
months 
of 
languag
e 
training  
Thesis  
Universidad 
del 
Salvador, 
Buenos 
International 
Relations  
 MA International 
Relations  
20 
months 
Thesis  
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Aires, 
Argentina30 
University 
of Bradford, 
Bradford, 
West 
Yorkshire, 
England 
The School 
of Social & 
International 
Studies  
Peace 
Studies  
 African Peace 
& Conflict 
Studies   
 Conflict 
Resolution  
 Conflict, 
Security & 
Development  
 Peace Studies  
 Participation, 
Politics & 
Collective 
Action 
15 
months 
Thesis  
The 
University 
of 
Queenslan
d Brisbane, 
Queenslan
d, Australia 
School of 
Political 
Science & 
International 
Studies  
Peace and 
Conflict 
Resolution  
MA of 
Internation
al Studies 
in Peace 
and 
Conflict 
Resolution 
16 
months  
Thesis 
Optional  
Uppsala 
University 
Uppsala, 
Sweden31 
Department 
of Politics 
and 
International 
Studies  
Department 
of Peace 
and Conflict 
Research 
and Uppsala 
Conflict Data 
Programme  
MA in Peace and 
Conflict Studies  
24 
months  
 
Source: Our Foundation Newsletter, Issue112, February 2012 
 
4.6.5.1 Duke University and the University of North Carolina at Chapel Hill, USA 
The Duke/University of North Carolina (DNC) centre was established in 1999 to (1) 
advance the knowledge of peace and the causes of conflict. (2) To increase the 
effectiveness of the TRF and Rotary clubs in promoting greater tolerance and 
cooperation among all peoples. Moreover, also (3) to provide advanced training to 
mid-career professionals from around the world who have the potential as future 
                                            
30 *These centres have since been closed. However, Peace Fellows who graduated from these 
centres before they were closed are part of this study. 
31 **This centre started operating in September 2011 and Peace Fellows from this centre are not part 
of the study because none of them had graduated from the programme at the time of this study. 
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leaders. These objectives are more or less the same as the goals of the Rotary 
programme mentioned earlier. These universities, located just 15 kilometres apart, 
jointly host the DNC Rotary Centre. Peace Fellows have the opportunity to earn both 
a master’s degree in International Development Policy from Duke University and a 
graduate certificate in International Peace and Conflict Resolution from the 
University of North Carolina.  
The founding philosophy of the DNC Rotary Centre focuses on achieving peace 
through sustainable development and social transformation. However, the initial idea 
has since changed and is now oriented towards sustainable peacebuilding. The DNC 
programme now emphasises the linkages between the patterns of economic and 
human development and sustainable conflict resolution. This kind of programme 
orientation is very familiar when we talk about peacebuilding within the liberal 
paradigm. It is familiar in the sense that the liberal peace paradigm assumes that 
liberally constituted societies tend to be more peaceful and democratic than illiberal 
ones (see discussion on the Liberal approach to peacebuilding on page 38). Also, to 
liberalise is to promote democracy and market economics. Inadvertently, liberal 
ethos such as democracy, market economics, development and institutionalisation 
do not necessarily lead to sustainable peacebuilding, the major goal of the 
programme at DNC.  
There are four core courses that address the Rotary programme goals at the DNC, 
which are:  
 Introduction to International Negotiation - this course focuses on principles of 
negotiation and conflict resolution, participant in international bargaining and 
offers practical skills in international negotiation, 
 International Development, Conflict and Cooperation - this course focuses on 
theory and practice of international cooperation, tools of conflict analysis, and 
mechanisms of achieving international cooperation about development 
disputes, 
 Democracy in Divided Societies focuses on democracy in the context of 
conflict-ridden and post-conflict societies and applies normative democratic 
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theory to address cooperation and competition issues in the same societies, 
and  
 Rotary Centre Capstone Seminar where peace fellows showcase their work 
and present development project proposals if they have any.  
From a pedagogical perspective, these core courses are intended to equip the 
Peace Fellows with analytical competencies. These include critical thinking, 
understanding of different perspectives, knowledge of the theory of conflict studies, 
tools of conflict analysis, and knowledge of policy context in the various countries. 
Technical competencies include methods of policy analysis, negotiation skills, and 
ability to get information. People competencies offered in core courses include the 
capacity to communicate effectively with different audiences, skills of working in 
interdisciplinary and intercultural teams, knowledge and skills in conflict management 
and professional networking. A closer analysis of these competencies reveals a 
liberal peace paradigm orientation. Moreover, they are pitched at the core level and 
none at the advanced and specialised levels. However, specialisations are possible 
through electives.  
The importance of linking practice and theory in the Rotary programme is important. 
Rotary provides funding for summer internships to all Peace Fellows at the various 
RCISs. Peace Fellows at the Duke/UNC centre are afforded the opportunity to get 
field experience abroad through internships with various organisations engaged in 
peacebuilding and international development. Such organisations include the United 
Nations Development Program (UNDP), International Organisation for Migration 
(IOM), United Nations High Commissioner for Refugees (UNHCR), International 
Bureau of Education, United Nations Office for Coordination of Humanitarian Affairs, 
International Labour Organisation (ILO), World Bank, and others. Although the 
centre applauds the quality of internships as high, this may be a generalised 
assessment and internship activities differ from one organisation to another. It is 
important to find out from the graduates themselves about how they benefited from 
the internships in particular and the programme in general.    
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4.6.5.2 International Christian University, Tokyo, Japan 
The programme at International Christian University (ICU) offers courses related to 
areas such as international law, development, natural resources and the 
environment, and education and literacy. Initially, the programme at ICU focused 
mainly on Public Administration. However, from April 2007, the Graduate School at 
ICU introduced Peace Studies, making it possible to major in peace studies. The 
core courses in peace studies at ICU include peace studies I & II, International 
Organisation I, International Law I, International Relations, Intercultural Relations & 
Communication and The Anthropology of Violence.  
 Peace Fellows enrol in the Public Policy and Social Research Program. The peace 
studies programme has various courses relevant to peace, conflict and security 
studies. Peace Fellows have a choice ranging from foundation courses in peace 
studies to specialised courses in areas such as human rights, conflict resolution, and 
peacebuilding, and so forth. Peace Fellows take core peace studies courses and 
further deepen their research interests in the academic areas they have chosen. 
There is a compulsory core course: Peace and Conflict Studies l. Peace fellows then 
choose four other core courses from the following list:   
 Peace and Conflict Studies II 
 Religion, Conflict and Human Security 
 International Law I / International Law II 
 International Organization 
 The Anthropology of Violence 
 Security and Conflict Resolution 
 Peace Psychology 
 Ideas on Peace 
 Social Problems and Policy 
 International Development Policy 
 Global Issues 
 Peace and Sustainability 
 Gender and Peace 
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 Human Rights I / Human Rights II 
By taking these courses, Peace Fellows can acquire competencies in conflict 
resolution, intercultural understanding, and history and core issues of ongoing 
conflicts in Asia, nation-building, economic development, cultural studies knowledge, 
and knowledge about global order. Apart from the curriculum requirements, Peace 
Fellows have the opportunity to travel to Hiroshima, where the unimaginable 
experiences of the atomic bomb have transcended the Hiroshima citizens from a 
hate of an enemy to a mission to abolish the weapons of mass destruction. They 
also have the opportunity to do applied field experience with various organisations 
during their summer break.  
Among the wide variety of core attributes that Peace Fellows should acquire through 
the ICU programme, it is clear that the focus of ICU is rather on the international and 
regional level. When the Rotary programme was established at ICU, there was not 
an all-embracing introduction to peacebuilding course.  A new course on conflict and 
the consolidation of the peace introduced students to many aspects of peacebuilding 
based on practical examples. However, the actual examples are confined to the 
achievements of organisations and individuals at international or regional levels, for 
example, the achievements of the former head of the UNHCR, Sadako 
Ogata(Takahashi, 2007: 134).  
The security, conflict resolution and world order courses, which deal with 
international politics, focus at the international level. While they aim to broaden the 
concept of safety and new threats to security, that is done through an understanding 
of the possibilities and constraints of states, governments and regional 
organisations. This orientation negatives the conflict dynamics and peacebuilding 
possibilities found at the grassroots level. Building the capacity of Peace Fellows at 
the international and regional level may not be an issue in and by itself until one 
faces the realities of conflict resolution and peacebuilding at the local or grassroots 
levels. While I am not advocating for the romanticisation of the local, engaging 
people on the ground enhances their emancipation and meaningful participation of 
the locals in peacebuilding processes. Therefore, the use of local examples prepares 
students for the consolidation of peace at the grassroots. 
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4.6.5.3 Universidad Del Salvador, Buenos Aires, Argentina32 
The master’s programme at Universidad Del Salvador (USAL) in international 
relations introduced students to theoretical, empirical and methodological 
developments in international politics, with an orientation towards Latin America.  It 
had a double orientation because, on one hand, it was oriented towards international 
security, peace and conflict studies, and, on the contrary, it was oriented towards 
international political economy, development and cooperation. With this double 
orientation, the master’s programme at USAL aimed to provide students with the 
analytical tools required to work for states, NGOs, IGOs, private companies, media 
or academic institutions.  
Seven core courses were taught in the first year at USAL. These were: 
 An introduction to international relations 
 Theories of conflict and development in the social sciences 
 Debates and trends in international law 
 International political economy 
 Professional ethics: Ethics and International Relations 
 Conflict, Cooperation and Development in Latin America, and  
 Methodology of Social Research  
 These core courses gave Peace Fellows a balanced grasp of the international 
relations field, a glimpse of Latin American traditions of thought, and mirror USAL’s 
commitment to interdisciplinary and encyclopaedic education.  Peace Fellows 
enroled in the fifteen-month programme took at least five of the seven specialised 
seminars in tandem with core courses. The basic courses show that the programme 
has a dual orientation: international security with a particular focus on peace and 
conflict studies and international political economy with a particular focus on 
development studies and international cooperation. Based on the core courses and 
specialisations, Peace Fellows had the opportunity to find and frame a viable topic 
                                            
32 The USAL centre was closed at the end of 2009 for not meeting Rotary expectations on delivering 
training. 
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for their thesis. However, courses offered by the Rotary program at USAL such as 
modules on disarmament, arms control peacekeeping, humanitarian intervention, 
preventive diplomacy, military conversion, confidence-building measures and 
defensive defence are more indicative of negative peace framed within the realist 
and liberal peace paradigms than positive peace and transformative paradigm.  
4.6.5.4 University of Bradford, West Yorkshire, England  
The Department of Peace Studies and education for peacebuilding at Bradford 
University (Bradford) is one of the pioneer departments in the field of peace and 
conflict studies. As an enormous and diverse Department hosting five research 
centres, it does not have one standardised curriculum. Instead, the Department 
offers some courses that focus on different aspects of peace and international 
relations. For example, at the master’s level courses such as peace studies, conflict 
resolution, international politics and security are offered. Also, the Department is also 
home to some journals that engage with issues pertinent to peacebuilding. These 
journals include International Peacekeeping, Journal of Humanitarian Assistance and 
Internet Journal of African Studies. 
Peace Fellows enrol in one of the Department’s six masters’ programs, leading to 
master’s degrees in any one of the following: Peace Studies; Peacekeeping and 
Peacebuilding; African Peace and Conflict Studies; Conflict, Security and 
Development; Conflict Resolution; or International Politics and Security Studies.33 
These modular programmes have considerable flexibility, combining core courses 
with optional modules. 
Core courses cover the following:   
 An Introduction to Peace Studies,  
 Research Methods,  
 Comparative Peace Processes,  
 Conflict Resolution in Contemporary Conflict,  
                                            
33 Curriculum - University of Bradford, http://www.brad.ac.uk, (Accessed May 11, 2015). 
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 Regional Security Studies.  
Optional courses include:  
 Human rights and Democracy,  
 Politics of the Global Environment,  
 Arms Control and Proliferation,  
 Gender and Development.  
The Department claims that it combines empirical, theoretical and applied research 
with a sustained engagement at international, regional, national and local levels to 
analyse, prevent and resolve conflicts and develop peaceful societies.34 While this is 
highly commendable from a peacebuilding point of view, the programme is framed 
more within the realist and liberal peace paradigms than transformative paradigm. 
The core courses offered tend to be oriented towards negative peace more than they 
are towards positive peace. In fact, it is only the courses offered as electives or 
optional courses, which orient towards positive peace.  
4.6.5.5 The University of California, Berkeley, USA35 
The peace and conflict studies programme at The University of California (California) 
had a five-fold structure. The initial core courses covered areas such as introduction 
to peace and conflict studies, peace theory: approaches and analysis provided 
students with grounding in underlying themes and concepts central to peace and 
conflict studies. These core courses focused on historical, theoretical and practical 
viewpoints as well as research and analytical writing competencies.  
The second component was a survey requirement. The survey requirement was 
intended to expose students to coursework in four areas of inquiry deemed 
fundamental to an understanding of the societal conflict. The courses in the survey 
                                            
34 Politics and International Relations - University of Bradford, http://www.bradford.ac.uk, (accessed 
May 11, 2015). 
35 The Rotary programme at the University of California was closed at the end of 2006 for not meeting 
the Rotary standards of performance. 
110 
 
requirement included global systems and regional studies, human rights, conflict 
resolution and non-violence.  
In the third component, students were expected to pursue a concentration in one of 
the four areas in the survey requirement. This involved taking four courses in the 
peace and conflict studies list of courses or they may seek the assistance of a faculty 
member to help them develop concentration. The fourth component was that 
students must complete coursework through the intermediate level of a foreign 
language or pass an equivalent certification examination and a course in research 
methodology. Fifth and final, students took an integrative capstone course.  
While the peace and conflict studies course portfolio at Berkeley offered twenty 
courses, 36 the course objectives emphasised the following competencies: 
 Analytic Skills  
 Read, interpret, and evaluate arguments and evidence, 
 Identify and understand assumptions and values, the construction of narratives, 
and causal logics employed in the framing of problem-solution definitions,  
 Knowledge in inter-disciplinary literacy and cross-national perspectives, 
 Integrative peace theory, research and practice, 
 Assess the strengths and weaknesses of policies, programmes, and actors.  
 Communication Skills  
 Written fluency in ideas and applications,  
 Constructively engage in debate discussion and dialogue,  
 Formulate a thesis and argument supported by evidence, 
 Present and defend an oral argument.  
 Citizenship Skills  
 An understanding of civic and ethical responsibility, 
 Developing a mind for active multi-level citizenship,  
 Develop the skills for lifetime learning and public service.  
                                            
36 Peace and Conflict Studies (PACS), http://iastp.berkeley.edu, (Accessed May 11, 2015). 
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The programme at Berkeley did not offer a freestanding master’s degree in peace 
and conflict studies. Peace Fellows had to pursue a variety of degree programmes 
anchored by a seminar each semester in peace and conflict studies offered by 
faculty members. Many Peace Fellows had to undertake a master’s degree in 
international and area studies in conjunction with other degree programmes in fields 
such as law, political science, Latin American studies, and so forth. In other words, 
there was no autonomous graduate programme with a specialisation in peace and 
conflict studies.  
4.6.5.6 University of Queensland, Brisbane, Australia 
The Rotary programme at the University of Queensland (UQ) in housed in the 
School of Political Science and International Studies (POLSIS). As one of the first 
Australian universities to introduce a peace studies programme, the POLSIS has 
been active in the field of peace and conflict resolution for a long time. The 
programme is part of concerted global efforts to advance research, teaching and 
knowledge on issues of peace and conflict resolution. The structure of the course at 
UQ leads to a master’s degree in International Studies. Students obtain credit for 
#24 units (a standard course is valued at #2 units) from the following courses. 
Compulsory Courses: 
 Advanced International Studies  
Core Courses  
 Conflict Prevention and Resolution #2 
 Ethics and Human Rights #2 
 Contemporary Peacekeeping #2 
 Peacebuilding #2 
 Gender in International Politics and Development #2 
 Culture, Conflict and Reconciliation #2 
Elective courses: 
 Globalisation, International Political Economy & Development  #2 
 International Relations of the Asia-Pacific #2 
 International Security #2 
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 Evolution of the International System #2 
 Foreign Policy, Diplomacy & Statecraft #2 
 Arms Control and Disarmament #2 
 Independent study #2 
 Specialist Studies in International Politics #2 
 Research Report (MIS) #6 
 The Politics of Development Practice #2 
 Research Methods #2 
 
Peace Fellows at UQ can specialise in either peacebuilding or conflict resolution. 
The peacebuilding strand is based on theoretical foundations of peacebuilding 
literature. Throughout the course, the theory is interspersed with practical exercises 
in the consolidation of peace and case studies, including issues such as 
peacebuilding from below, landmines, reconciliation and demobilisation just to name 
a few. The conflict resolution strand introduces students to the theoretical 
underpinnings, processes, and skills necessary to the literature and practice of 
conflict prevention and resolution. Throughout the programme, students engage in 
conceptual assumptions underlying contemporary conflict prevention and settlement 
practice, important processes such as negotiation, mediation and constructive third 
party intervention seminars. The master’s programme at UQ offers students conflict 
resolution skills and knowledge of important processes in peacebuilding and conflict 
resolution. The programme at UQ is oriented more towards realist and liberal 
approaches than transformative approaches.  
4.6.5.7 Sciences Po, Paris, France 
Sciences Po did not have a master’s degree programme in peace studies at the 
inception of the Rotary programme in 2002. The first Peace Fellows enroled in the 
master’s degree in International Affairs, which offered three concentrations: Conflict 
and Security, International Business, and Development Studies. Also, besides 
specialising in one area of peacebuilding, students would undertake studies in areas 
such economics, sociology, history, and foreign language. The introduction of a 
113 
 
Certificate for Rotary Scholars in 2005 enabled them to engage in a piece of 
individual research. The RCIS at Sciences Po closed in the summer of 2006 after 
hosting two classes of Peace Fellows. 
From this brief analysis of courses offered at the various RCISs, it is clear that the 
Rotary programme aims to equip students with peacebuilding core attributes that 
would enable them to engage in the consolidation of peace and conflict resolution 
activities around the world. One of the major goals of the programmes is to produce 
graduates who are equipped with the relevant competencies and who are also well 
prepared and willing to facilitate peace and world understanding. The Rotary  
programme ‘purposefully educates for peaceful values, cultural solidarity, personal 
and community empowerment and creative minds, in order to foster students who 
are responsible citizens, open to other cultures, respectful of diversity and committed 
to nonviolence’, (Kester, 2008: 31). Peter Mayo argues that contemporary 
educational discourse ‘propagates the creation of programmes aimed at providing a 
flexible and adaptable workforce’, (United Nations 2002: 38).  
We know that training of peace builders is just but one of Rotary’s many goals 
towards promoting peace, goodwill and world understanding.  The Rotary 
programme at various RCISs covers a huge field. It encompassed preventive and 
structural measures to reduce the likelihood of conflict (i.e. long-term strategies). It 
also includes immediate preventive measures such as negotiation, mediation, 
dialogue, and post-conflict measures, including conflict resolution, democratisation, 
reconciliation, free and fair elections, and so forth.  
When Rotary established its programme, the intention was to increase international 
understanding, goodwill and peace in the world. The desire was to contribute to 
peacebuilding through graduate PACS education. A key element of the programme 
is a commitment to a beneficial learning environment for Peace Fellows. Conducive, 
in this case, refers to a situation where students engage in peacebuilding theory and 
practice during their fellowship. In all the RCIS described above, Peace Fellows go 
for applied field experience, which is an internship to link theory with practice.  
114 
 
During the fellowship, Peace Fellows deal with some technical and problem-solving 
issues. They include matters such as disarmament, demobilisation, and 
reintegration, security sector reform, good governance, gender mainstreaming, 
humanitarian assistance, human rights, promoting economic development, 
democracy promotion and so forth. The significant contribution of the Rotary 
programme to peacebuilding, particularly given the context outlined in the previous 
section, may be compromised by its reification of the realist/liberalist synergy 
characterising the contemporary peacebuilding discourse. The main challenge is 
dealing with resistance to the ideas of realism and liberalism in conflict-prone and 
post-conflict societies – a clash of civilisations.   
4.7 Networking  
One of the unique features of the RPF programme is the networking opportunities 
available to Peace Fellows. Rotary has put in place some activities to promote 
networking, not only amongst the Peace Fellows, but also between them and the 
wider Rotary family that includes Rotarians, their families and friends. Of significance 
here are the networking opportunities available to Peace Fellows to build and 
manage their networks beyond the fellowship.   
4.7.1 Rotary speaking arrangements  
Rotary makes arrangements and encourages Peace Fellows to speak to different 
Clubs in their host country. Speaking arrangements are important responsibilities on 
the part of Peace Fellows during and after the fellowship. It is a time to share their 
work and career objectives with Rotarians, elaborating how they intend to use the 
KSAs acquired from the programme. At the same time, it is an opportunity to network 
with the Rotary family and make lifetime friendships and relationships. During Rotary 
talks, Peace Fellows can share their dreams and aspirations, social with local 
Rotarians and embrace cultural diversity. Rotary makes a requirement for Peace 
Fellows to speak to Rotarians in various Clubs, especially their host Clubs.  
115 
 
4.7.2 Rotary Peace Fellows’ Annual Seminar  
The Rotary Peace Fellows’ Annual Seminar is a vital component of the RPF 
programme activities. It facilitates the building and maintenance of links between 
Peace Fellows, RCISs and Rotarians. During the seminar, Peace Fellows have an 
opportunity to showcase their work and how they are making a difference in various 
parts of the world. It is an occasion that allows Peace Fellows to present their 
research to Rotarians, academics, and the general public. Usually, these are exciting 
moments for the RCISs, faculty members and Rotarians to recognise the 
commitment of the Peace Fellows and to wish them well as they will be nearing the 
completion of their fellowship. Peace Fellows make individual or group 
presentations, drawing not only on their studies, but also the Applied Field 
Experience (AFE) which allows them to expand and extend their professional and 
practical KSAs. RCIS staff and Peace Fellows take the time to organise AFEs and it 
is a source of satisfaction to see their hard work and enthusiasm for both scholarly 
and fieldwork pursuits showcased. RCISs also take the seminar as an opportunity to 
bid farewell to those nearing completion of their fellowship and welcome a “new 
class” of Peace Fellows. The “new class” plays a supportive role in activities during 
the seminar and also gains insights from the graduating class.  
4.7.3 The Rotary World Peace Symposium  
The Rotary World Peace Symposium (RWPS) is an event held to bring peace-
minded Rotarians and their friends together to celebrate with Rotary Peace Fellows 
and their achievements. Moreover, to further the progress of global peace by 
engaging in dialogue. The inaugural RWPS was held in Salt Lake City, Utah, USA-
2007, and subsequently in Birmingham, England 2010; Bangkok, Thailand 2012; and 
Sao Paulo, Brazil 2015. The primary purpose of the RWPS is promoting 
collaboration and networking between Peace Fellows (current and past), Rotarians 
and peacebuilding practitioners. To exchange ideas and strategies that encourages 
global peace. Rotarians take every opportunity to meet the Peace Fellows and hear 
what they are doing to promote peace. Moreover, former Peace Fellows talk about 
their learning experiences and share jobs they gained due to the fellowship. Current 
Peace Fellows have the chance to learn about careers in the peacebuilding field 
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from their predecessors and build and manage networks. RWPSs are always full of 
exciting and powerful speakers from whom Peace Fellows gain valuable experience. 
Past speakers included Nobel Peace Prize Winners such as Bishop Desmond Tutu 
and Óscar Arias, former president of Costa Rica. The symposium is designed to 
allow plenary sessions punctuated breakout sessions, covering a broad range of 
topics that are critical to peacebuilding.  
4.7.4 Rotary Database 
Rotary endeavours to keep together the cohorts of its graduates during and after 
training. The Rotary Alumni Coordinator keeps a comprehensive database of all the 
Peace Fellows, past and present. It is a record of all the Peace Fellows who 
successfully enroled and completed the RPF programme and contains current 
contact details of all Peace Fellows. Rotary uses the database as a tool to 
communicate with Peace Fellows as and when it is necessary. However, more 
importantly, the database is a comprehensive and accurate record of current and 
former Peace Fellows.  
4.7.5 Social networking 
It is a fact that we are all embedded and connected with each other in a unique way 
the world over. With the advent and development of social media, we are even more 
connected even to people we have never encountered physically. Social networks 
are intricate things of beauty that keep us closer to each other despite the distance 
between us. They are so elaborate, complex and ubiquitous to the extent we 
sometimes don’t understand how they affect us so profoundly. They currently offer 
us virtual collaboration and development opportunity and they need to be 
standardised in the peacebuilding profession. Rotary opened many social media 
pages on Facebook, Peace and Collaborative Development Network, and recently 
on LinkedIn. These social platforms encourage Peace Fellows to network and 
collaborate on peacebuilding and other social change issues.  
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4.8 Training Peacebuilders the Rotary way 
The great care taken to recruit and support Peace Fellows, both during and after 
their fellowships, demarcates the Rotary programme from more conventional 
professional training. The training process extends beyond the classrooms in which 
Peace Fellows acquire peacebuilding core attributes. It begins with a careful 
selection of individuals, placing them into PACSs programmes at various RCISs, 
carefully monitor them, and creating a support structure for them during and upon 
completion of their studies. It promotes interaction between them during and after 
their training to try to encourage interaction amongst students and to facilitate 
networking through their work and employment as peace builders.   
Rotary assumes that through learning, interaction with others and reflection on 
practice, a professional development trajectory can start to unfold for Peace Fellows. 
My experience in the fellowship is useful as an example. At the beginning of the 
fellowship, I was overwhelmed by the nature and scope of the programme. My 
choice of courses was grounded in personal and career objectives. The fundamental 
focus was building peace through conflict resolution, non-violent means, observing 
and promoting human rights, democracy and good governance. During the 
programme, I learned that there is a need for political decisions to be subservient to 
moral and ethical decisions. Though the ethical and moral decisions may not be 
necessarily popular compared to political ones, however, it remains a challenge 
inherent in peacebuilding and conflict resolution. My master’s thesis focused on civil 
society organisations and their influence on democracy and good governance in 
Zimbabwe. Although the specific focus was Zimbabwe, consideration was given to 
situations elsewhere, especially the relationship between the state and civil society 
organisations. I found that the conceptualisation of civil society was not uniform but 
contextual. My findings contradicted the popular view in the “West” that civil society 
organisations are the new vehicles for promoting and spreading democracy. My 
major conclusion was that the state and civil society organisations have to co-exist 
through collaborative rather than confrontational relationships. 
Rotary oversees the whole training process and ensures that the programmes 
provided by RCISs remain relevant and suitable to its goals of promoting peace and 
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world understanding.37 It also actively supports and links former Peace Fellows after 
they graduate through networking, newsletters, organising biennial symposiums and 
conferences in an attempt to create a sense of shared identity -  esprit de corps. 
Training is a slippery term, which may mean different things to different people. In 
this research, training peace builders is a process that supports the subject matter 
and pedagogies that explicitly address peacebuilding issues inherent in complex, 
uncertain, sometimes controversial and sensitive situations. The process involves 
the acquisition of core attributes and development of values to build capacity and 
willingness of peace builders to utilise the acquired attributes in the workplace.  
4.8.1 Acquisition of peacebuilding competencies 
Training peace builders entails a process that gives them an opportunity to acquire 
the requisite core attributes, both within and outside the classroom. Acquisition of 
peacebuilding core attributes is learning that blends knowledge, skills and abilities 
associated with behaviour and attitude change at the individual, community, national, 
regional and international levels. Learning is objective-directed behaviour focusing 
on the acquisition of attributes related to specific professional practice. To learn is to 
gain knowledge, skill, and ability (Boulding, 2000). According to Blanchard and 
Thacker (2009: 18), knowledge can be divided into three related categories: 
declarative, procedural and strategic. Declarative knowledge is a person’s store of 
information about a subject matter. Procedural knowledge is the person’s 
understandings about how and when to apply the acquired knowledge. Strategic 
knowledge consists of the individual’s awareness of the facts, procedures and rules 
to apply acquired knowledge towards a goal. The Rotary training model intends to 
address all the three categories of knowledge.  
Moreover, the Rotary programme seeks to strengthen the critical skills and abilities 
of Peace Fellows. Skills are specific capacities needed to perform a set of tasks that 
are developed as a result of training and experience (Fuest, 2010). Abilities are 
general capacities related to performing a set of tasks that develop over time as a 
                                            
37 Three Rotary Centres for International Studies closed for various reasons since the inception of the 
Rotary programme in 2002 and one new centre has opened.  
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result of learning and experience (Chandler, 2010). Teaching and acquisition of 
peacebuilding competences implies a multiplicity of approaches focusing on diverse 
operational contexts. In this sense, it can be argued that the peacebuilding 
competencies are by no means standard. There is no standardisation because of the 
varied and interdisciplinary nature of the field, as well as various pedagogical 
approaches applicable to the learning situations at different RCISs. The successful 
acquisition, development and strengthening of these attributes enhances the Peace 
Fellows’ efficacies as peace builders. 
The Rotary programme provides Peace Fellows with the opportunity to strengthen 
concomitant core values that enhance their capacities as professional peace builders 
and change agents. The core values include commitment to peace, primacy of local 
people in conflict transformation, humanitarian concern, respect for gender and 
diversity, impartiality, accountability, confidentiality, tolerance and commitment to 
learn from the experiences and knowledge of others. While core attributes can be 
learned, core values need to be in place beforehand. These are underlying traits, 
which motivate and constrain individuals to behave in certain ways. Rotary carefully 
recruits Peace Fellows using criteria that recognise the existence or potential of 
these core values. By developing and strengthening their core values through a 
carefully designed and well-supported training process, Peace Fellows can identify 
and engage in ways that ensure peace and understanding among peoples of the 
world throughout their careers.  
Besides the acquisition of competencies and strengthening of values, the Rotary 
training model emphasises the promotion and reinforcement of values. Although 
values are not “learnable”, their presence helps to predict the effective performance 
of individual peace builders. Values assist peace builders to focus on issues of 
justice, democracy, inequality and offer greater individual achievement, and a better 
life lived in common with others (Shields, 2010: 559). Peacebuilders need to develop 
and utilise relational skills, facilitate interconnections among people, turn conflict into 
opportunities for peace, involve others, build coalitions, facilitating, nurturing and 
coaching. All these are essential elements addressed during the training process.  
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Based on the researcher’s experience in the peacebuilding field, effective peace 
builders should master the following during their training.  First is the subject matter 
expertise - a peacebuilding qualification. Second is the context-related subject matter 
expertise - an understanding of local context and international peacebuilding 
frameworks to devise or advise on a solution that best suit the locals rather than 
simply reflecting external expertise. Third are the consultancy skills - how to best 
transfer knowledge and skills to others, especially in a different cultural, social, 
political and economic environment. Therefore, successful training processes for 
peace builders include general, technical and specialist areas.  
4.8.2 Applied Field Experience (AFE) 
As part of successful training of professional peace builders, RCISs make sure that 
they incorporate more applied skills, cross-sectorial work and field experience 
opportunities for their students. The Rotary programme assumes that when Peace 
Fellows go for the AFEs, they have the chance to put theory into practice. The major 
purpose of AFE is to afford students the opportunity to marry theory and practice and 
to facilitate the formalisation of academy and professional practice. AFE enables 
students to have a solid understanding of the realities on the ground versus more 
academic training.  
To show the importance of the practical component in training peace builders, the 
researcher randomly selected ten graduate-level programmes from the Relief Web 
website38 (see Appendix  7: A snap-survey of graduate PACS programmes on page 
277). Out of the programmes included in the random list, 80% have a practical 
component to marry theory and practice. It is important for graduate PACS 
programmes to maintain some level of confidence between attributes acquired and 
attributes in the workplace. Concerns about theory-practice gap are not unique to 
peacebuilding training. It exists in other professions, including nursing (Wright, 
                                            
38 The diversity and focus of these programmes reflect the various approaches to peacebuilding. The 
list also reflects the scope and breadth of PACS programmes as well as the practical and theoretical 
approaches to peacebuilding education. In contrast to other professions like medicine, law and 
accountancy, this diversity of programme tittles also indicate the lack of consensus and a 
consolidated approach to the peacebuilding field. The listed courses are available at 
http://bit.ly/1yvN5rQ.  (Accessed on 21 May 2014). 
121 
 
2008); artificial intelligence (Hensel et al., 2000); and psychology (Macmillan, 2004). 
Knowledge generated through formal learning should not be distanced from the 
everyday human practices. Jean Lave (2004) argues that knowledge and learning 
are situated within, and socially constituted through, participation in the daily 
activities. Thus, learning should not be decontextualized from engagement in 
practice. Mellissa Labonte (2012) argues that there is a difference between learning 
about the practice and learning through engagement in practice.  
A study conducted to provide information to help individuals and organisations 
identify the necessary tools to enter successfully into and pursue a career in the 
peacebuilding field found that employers emphasise field experience as a critical 
factor (Zelizer and Johnston, 2005: 27). The study also found that the experience of 
living abroad could be sufficient for entry-level positions while, for mid-level positions, 
a significant work experience abroad is essential. A similar study focusing on 
graduate education and professional practice in international peace and conflict 
found that academic programmes tend to ‘emphasise theory and analytical skills 
related to peace and conflict resolution, while employers stress the importance of 
field experience and programme management skills as key areas’ (Carstarphen et 
al., 2010a: 4).  
While field experience is necessary for students during their training, lack of 
adequate funding and disconnect with practitioner organisations are the main 
challenges for most graduate PACS programmes. Rotary provides full funding for 
AFE, which is part of the assessment instruments during the fellowship. However, 
Peace Fellows are not permitted to engage in AFE activities in their native (home) 
countries or countries on the Rotary travel ban list. One way of ensuring successful 
field experience for students is through adequate funding and forming partnerships 
with practitioner organisations. Moreover, there is need to establish long-term 
relationships rather than ad hoc or one-off internships (Carstarphen et al., 2010: 5). 
Long-term relationships can be created to facilitate activities such as regular 
placement of students each year, guest visits and lectures by practitioners, 
addressing issues related to field work in classes, and fellowships for students to 
conduct in-depth field research on related topics. 
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4.9 Conclusion 
This chapter briefly described the history of Rotary as a non-profit making 
organisation and TRF as a humanitarian and service arm of Rotary. There are 
various Rotary programmes implemented by TRF. This research study in general 
and this chapter, in particular, focused on one of them, the Rotary graduate-level 
PACS programme that sets out to contribute to the successful training of Peace 
Fellows to become peace builders. Rotary has committed itself to see the 
programme succeed by investing much money in its implementation.  
We have seen that training peace builders is not a clear-cut process like training 
professionals such as accountants or medical practitioners where there is a 
substantial consensus about the knowledge and skills required as well as a well-
established professional career path. There is no established Peacebuilding 
profession yet. Nor is there an agreed formal accreditation process or an accepted 
credential, which peace builders must first acquire before going into practice. 
Moreover, the term training is a slippery one. Therefore, training processes for 
professional peace builders emerge from a loose set of ideas, efforts and practices 
by various organisations and institutions to resolve conflicts and disputes peacefully.  
We have seen in this chapter that an important part of the Rotary training process 
adopts a transformative learning approach, promotes student interaction with others 
and the learning environment and emphasises reflection on practice. Through this 
process, a professional development trajectory can start to unfold for individual 
Peace Fellows. Another important component of the training process emphasised in 
this chapter is the opportunity for students to put theory into practice. Rotary 
attaches great importance to this aspect and provides funding for AFE. While Rotary 
seems to have taken a noble step in training a new generation of peace builders, we 
do not know yet how successful this has been and where the Peace Fellows go after 
the fellowship. The next chapter provides the method used to gather and analyse 
data to evaluate the Rotary programme.   
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Chapter 5:  Research Method  
5.1 Introduction  
The current research study evaluates the Rotary programme’s contribution to the 
training of peace builders and successfully returning them to the workplace as 
competent peace builders. It does that through the prism of the former Peace 
Fellows. The term ‘programme evaluation’ is slippery. Moreover, there is no agreed 
recipe for conducting a programme evaluation (Nickols, 2003). However most 
programme evaluations call for a mix of quantitative and qualitative methods. The 
former involves the quantitative measurement of variables often using surveys 
(Powell, 2006: 10). Qualitative evaluation methods elicit observations in the form of 
interviews, narratives, field notes, and so forth (Lecompte, 1994: 31). Mixed methods 
research designs combining quantitative and qualitative methods and allow for 
triangulation, thereby increasing the validity of the results. This chapter briefly 
outlines the steps I took to carry out to collect and analyse the data which enables an 
evaluation of the Rotary programme 
5.2 Mixed methods approach  
Programme evaluation researchers such as Ivankova et al. (2006); Greene (2007); 
Johnson and Onwuegbuzie (2004); Patton (2008); Tashakkori and Creswell (2007) 
agree that mixed methods is an appropriate, logical and efficient research design 
which is gaining increasing credibility in the research field. Accordingly, this study 
utilises a mixed methods design (Tashakkori and Creswell, 2007; Tashakkori and 
Teddlie, 2003). A mixed methods approach involves collecting, analysing and 
combining both quantitative and qualitative data at some stage of the research 
process within a single study.  
The primary aim of mixing methods in programme evaluation research is to provide 
coherent, valid, and reliable information and to achieve a more thorough 
understanding of complex issues (Creswell and Plano, 2011). This approach is not a 
panacea for all the challenges related to programme evaluation research, but it 
nevertheless produces more useful information than when using quantitative or 
qualitative methods alone. In this instance neither qualitative nor quantitative 
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methods were sufficient on their own to capture the complex issues relating to 
training experiences in, and perceptions of the RPF programme by former Peace 
Fellows. Used together, quantitative and qualitative methods complemented each 
other and allowed for more robust and complete analysis of the RPF programme 
(Greene, 2007)(Green, Caracelli, & Graham, 1989). 
In designing the mixed methods approach used here, I took note of three issues that 
needed consideration: priority, implementation, and integration (Creswell, Plano 
Clark, Guttman, & Hanson, 2003). Priority is related to which method is emphasised 
in the research, quantitative or qualitative. I prioritised quantitative method. Much of 
the analysis in following chapters relies heavily upon data gathered using an online 
survey tool, SurveyMonkey. The qualitative component came second in the 
sequence and is used to reveal in more depth the power of the data patterns which 
are observed in the quantitative data. Here I have followed Morse (1991) who 
suggests that a ‘primarily quantitative design’ might nonetheless ‘embed some 
qualitative data to enrich the description of the sample participants’ (cited in 
Creswell, 2003: 218) (cited in Creswell, 2003: 218). Although I used document 
analysis to explain the conceptualisation and implementation of the RPF programme, 
that qualitative component of this study is principally provided by a series of 
interviews with both former Peace Fellows and potential employers of peace 
builders.  
Implementation involves how to collect and analyse quantitative and qualitative data. 
I collected quantitative data from Peace Fellows, who participated in and graduated 
from the Rotary programme up to an including 2012. Rotary International keeps a 
comprehensive database including email contact details of graduating Peace 
Fellows which I used to invite them to complete an on-line questionnaire. Data 
collection and analysis focused on the value that former Peace Fellows attached to 
the peacebuilding knowledge, skills and abilities (KSAs) acquired from the Rotary 
program and their perceived relevance in the workplace. I used the survey results to 
identify issues and concerns which I subsequently further explored in a series of 
interviews. Interview data helped to explain the patterns that initially emerged in the 
investigation. I collected both quantitative and qualitative data while continuing to 
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analyse and evaluate documents related to the programme conceptualisation and 
implementation.  
Integration is the point at which I mixed the two data sets. At the simplest level, I 
used illustrative quotes from the open-ended data to complement or supplement 
conclusions drawn from quantitative data. It occurred at the beginning of the 
qualitative phase while selecting the participants for the interviews and developing 
the interview questions based on the results of the quantitative data. Integration of 
the outcome of the two phases occurred during the presentation of the findings and 
the discussion of the results of the whole study.  
Selecting a research method is a matter of ‘what works’ (Howe, 1988). It is common 
that researchers utilise mixed methods approaches to build their knowledge on 
pragmatic grounds (Creswell, 2003). Ultimately, I opted for a mixed methods 
approach because it was the most appropriate for finding answers to the research 
question. Thus, both numerical and text data collected were important in addressing 
the research problem.  
5.3 Research approach rationale  
Evaluating how well the RPF programme trains and returns peace builders to the 
workplace cannot be done successfully using only one method. Implicit in a mixed 
method approach is the value of triangulation. Data triangulation was possible at the 
analysis and interpretation stages. It also increased the validity of the study (Greene 
et al., 1989: 259). Data triangulation also helped to generate plausible findings by 
using qualitative data to corroborate quantitative findings. Moreover, triangulation 
enabled for both depth and breadth of the research study to be covered.  
5.4 Target Population and Sample 
 Polit and Hungler (1999: 43) refer to a research population as the totality of all 
subjects that conform to a set of specifications. A population comprise the entire 
group of persons that is of interest to the researcher and to whom the research 
results can be generalised. Normally social scientists rely upon a smaller 
 126 
 
representative sample to make inferences about a wider population. In this instance I 
was able to attempt a census of the entire population of alumni Peace Fellows.  
By 2012 up to 500 students had gone through the RPF programme. The target 
population for this study was confined to (1) former Peace Fellows who had been 
admitted to the Rotary programme and (2) had graduated with a master’s degree 
between 2004 and 2012. Thus I did not seek to gather data from those who had 
completed a three-month programme of peace and conflict prevention and resolution 
at Chulalongkorn University in Thailand, nor Peace Fellows in the mainstream 
program who had withdrawn from the RPF programme (or whose fellowship had 
been terminated). I do not have data for the most recent cohort the time of graduates 
from the Rotary programme. 
 Based in Evanston, the Rotary Alumni Coordinator maintains an up-to-date and 
near complete database with current contact details for alumni Peace Fellows. 
Rotary maintains the database to facilitate communication with former Peace 
Fellows following graduation.  Initially, I contacted the Rotary Alumni Coordinator via 
email and asked for permission for his assistance in recruiting Peace Fellows to 
participate in my study. Given the privacy issues involved I did not ask for and was 
not given direct access to the Rotary mailing list. But the Alumni Coordinator did 
agree to assist, sending both I sent a letter in which I explained the purpose of my 
study and web link to my questionnaire to all of the 418 Peace Fellows for who 
Rotary had current email addresses. Two weeks after I sent the survey web link, and 
to boost the response rate, the Alumni Coordinator issued a follow-up email stating 
the importance of the participants’ input for my study. In approaching former Peace 
Fellows I included a request for participants to indicate their willingness to participate 
in the second phase – the interviews. 
Initially I obtained 278 valid responses. In an attempt to recruit Peace Fellows who 
might no longer be in touch with or accurately recorded in the Rotary database, I 
utilised the snowball technique by asking those who responded to pass on the 
survey link to their colleagues. I also published the link to my questionnaire on 
websites where former Peace Fellows interact with the aim of recruiting as many to 
the study as possible. The process yielded 27 valid responses, making an overall 
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total of 305 valid responses. Given that the Rotary held details for 418 Fellows in its 
data base, this corresponds to a response rate of 73%. 
 It is important to note that my census did not result in a statistically representative, 
random sample. However, it did generate a sample which, when considered 
alongside the several known population parameters, is representative.  
Table 5:1 Comparison of known population parameters and sample of former 
Peace Fellows  
 
Known parameters  
All Peace Fellows 
(%) 
Respondents 
(%) R
o
ta
ry
 C
e
n
tre
s
  
Duke University/North Carolina at Chapel Hill 14.8 17.7 
International Christian University 14.8 18.7 
Universidad del Salvador 10.3 11.2 
University of Bradford 20.8 15.4 
University of California 15.1 7.2 
University of Queensland 18.9 24.2 
Sciences Po 5.3 5.6 
 N=418 N=305 
    Y
e
a
r o
f G
ra
d
u
a
tio
n
  
2004 12.3 7.5 
2005 12.2 8.1 
2006 10.7 9.5 
2007 10.5 13.1 
2008 10.7 14.4 
2009 11.2 13.7 
2010 10.7 14.0 
2011 10.7 14.0 
2012 11.0 5.2 
 N=418 N=305 
    G
e
n
d
e
r  
Male  45 40.7 
Female  55 59.3 
 N=418 N=305 
   
    R
e
g
io
n
 o
f O
rig
in
  
North America & Canada 29 32.1 
Asia  25 25.2 
Europe  14 9.8 
Africa  10 9.2 
Australia & Oceania  8 9.2 
South America 9 11.5 
Middle East  5 3.0 
 N=418 N=305 
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Table 5.1 confirms that my sample resembles the wider population of Peace Fellows 
in the proportion of men and women it contains. There is a similar close match with 
respect to graduates from the various participating universities, from different 
graduating years, and from the different regions from which Peace Fellows are 
recruited. This justifies making the assumption that the census data I collected is 
genuinely representative of the wider population of Peace Fellows (even if it was not 
obtained by random sampling). Of course not having a statistically random sample 
does constrain how I am able to analyse the data. It should also be noted that those 
respondents I subsequently interviewed do not constitute a representative sample of 
former Peace Fellows.  
5.5 Quantitative Data Collection  
For the quantitative phase I designed and administered the census questionnaire. 
The study focused on the importance Peace Fellows attached to the peacebuilding 
KSAs acquired the programme in the current employment of former Peace Fellows. 
It also identified the current employment circumstances of former Peace Fellows, as 
well as following graduation. I designed the survey questionnaire that I distributed to 
the Peace Fellows. The self-administered questionnaire contained items of different 
formats (mostly yielding either nominal or ordinal data). It included items with 
dichotomous answers like “Yes” and “No”, self-assessment items measured on the 
5-point Likert scale and open-ended questions. Some questions had an “Other” 
option and scope to provide additional information, and “N/A” for instances where 
some of the questions might not apply to participants.  
To test the reliability or measurement stability of the survey instrument I piloted it 
using the Class X (2012-13) of Peace Fellows at UQ. Reliability and validity are 
imperative in quantitative research. Their purpose is to decrease errors related to 
measurement problems of the instrument. Reliability is the accuracy and precision of 
a measurement procedure or instrument (Thorndike, 1997). According to Robson 
(2002), the reliability of responses can be determined if the respondents are 
presented with the same questions, constructed after a trial of the instrument with a 
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small sample.39 Validity is the degree to which instruments in a research study 
accurately assess the concept or construct for which they are designed to measure 
(Creswell and Miller, 2000; Thorndike, 1997). To ensure the content validity of the 
questionnaire, two UQ faculty members with expertise in research methodology 
examined its items. This additional step assessed whether the survey items would 
appropriately measure the experiences and perceptions of former students in the 
RPF programme.  
The first section of the survey collected demographic information. The second 
sought data regarding how the programme equips students with valuable attributes. 
It asked questions relating to the Rotary programme and respondents’ experiences 
in, and perceptions of the curriculum. It also asked about the importance of the core 
attributes acquired and invited respondents to rank the peacebuilding knowledge, 
skills and abilities they had acquired as Peace Fellows according to their importance 
in the workplace. The perceived importance of various KSAs was measured on a 5-
point Likert scale (ranging from “Very Important” to “Not Very Important”).  
A third section measured participants’ employment circumstances. It included 
multiple-choice type questions related to former Peace Fellows’ employment 
immediately upon graduation, their current job positions at the time of the study, and 
the type of organisations in which they worked. A last, open-ended question included 
in the questionnaire invited participants to write any other information about their 
experiences in the programme and that, in their opinion, might be useful. 
A great advantage of using an online tool such as SurveyMonkey is that human 
errors in data entry and coding are significantly minimised (Dillman et al., 2009). 
Web-based surveys also significantly lower the cost of survey research and the data 
becomes almost instantaneously available for analysis. Couper (2008) argues that 
there has been a marked increase in popularity of the web-based survey since the 
1990s due to the availability of internet. Of course a main disadvantage of online 
questionnaires is that the target population must have access to the internet to 
                                            
39 Read more at http://www.ukessays.com, (Accessed on 23 May 2015) 
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participate in the survey. Web-based surveys can yield very low response rates. 
However, in this census survey, I obtained a large and representative set of the 
answers. These provide a ‘snapshot’ of the Rotary programme at the end of 2012. 
5.5.1 Quantitative Data Analysis  
I screened and cleaned the survey data by leaving out some responses that were 
not complete and therefore not usable for the initial analysis. This process helped to 
identify missing data and outliers leading to an initial analysis using descriptive 
statistics. The data patterns emerging from the initial analysis of census survey data 
formed the basis for the development of the qualitative phase. Descriptive statistics 
for the survey items were summarised in text and presented in tabular form. 
Similarly, frequencies were conducted to identify valid percentages for responses to 
all the survey questions.  
5.5.2 Qualitative Data Collection  
The qualitative phase involved collecting and analysing data to aid the explanation of 
data patterns observable in my quantitative results. The purpose is to gain further 
insight into the experiences and perceptions of former students about the Rotary 
programme and how it prepared them to become peace builders. In-depth, semi-
structured interviews were recorded with a subsample of 27 former Peace Fellows 
who were asked about their involvement in the Rotary programme and their 
subsequent experiences in building careers as peace builders. Those interviewed do 
not constitute a representative sample. Interviewees were selected based on their 
responses to the survey, their willingness to be interviewed, and their demographic 
information. The purpose of interviews with former Peace Fellows was to record their 
narratives and accounts (experiences and perceptions) of their training to be peace 
builders. Moreover, I asked about the also the importance of the peacebuilding KSAs 
they had acquired from the RPF programme in their current employment. The 
qualitative data (interviews with former Peace Fellows), corroborated the data 
patterns from the quantitative results and the explanations for their existence.  
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More than a quarter of former Peace Fellows completing the questionnaire 
expressed a willingness to also be interviewed. Interviewing all who expressed 
interest was neither possible nor necessary. Without the funding to travel I was 
reliant on interviews via telephone or Skype. Interviews were often difficult to 
schedule given time differences. Acordingly I took advantage of the Rotary World 
Peace Symposium held in Thailand in early May 2012. It drew together a great many 
former Peace Fellows and provided an opportunity to interview seventeen former 
Peace Fellows in a relaxed and informal environment which allowed for rapport with 
interviewees. An additional 10 interviews were completed between May and August 
2012, mainly via Skype. Most of the interviews took approximately not more than 30 
minutes and were recorded with their permission.  
A semi-structured approach was taken in all interviews which allowed for the pursuit 
of follow up questions where appropriate. Research interviews can take different 
forms and result in thick and rich data. I utilised a general interview guide approach. 
This is a structured but flexible approach to questioning in which the sequence and 
wording of the questions is not fixed. The interview guide enabled me to press for 
further details where interviewees raised issues of interest and to adapt 
predetermined questions based on interviewee responses. This method allowed aA 
more personal, flexible approach but still ensured exploration of the same areas of 
interest with each interviewee. While it is common practice to allow a level of 
flexibility in response to the prompts from interviewees, I ensured that I remained in 
control of the process throughout. I initiated each interview with Peace Fellows by 
referring to findings from the census survey. However, more importantly, I focused 
on their experiences in and perceptions of the RPF programme.  
In addition to interviewing former Peace Fellows I alsoI conducted interviews with 
officials from potential employer organisations over the phone and Skype between 
June and September 2014 using a similar interview guide approach. The purpose of 
these interviews with officials involved in hiring peacebuilding personnel was to 
discern core attributes required by effective peace builders based on their insights 
and the peacebuilding knowledge and skills they look out for and emphasise when 
recruiting staff to their organisations. This information was crucial in confirming the 
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list of peacebuilding KSAs those effective peace builders require which is used as 
benchmark for evaluating the Rotary programme’s success in training professional 
peace builders.  
A total of eighteen officials were interviewed representing organisations with both a 
local and global reach. I prepared for interviews with potential employers by 
analysing employment websites and was able to draw upon my own experience in 
seeking employment after graduating as a Peace Fellow. The process led to the 
confirmation of a list of essential attributes for effective peace builders. More 
importantly, interviews with employers provided useful insight and in-depth 
explanations of important issues, which emerged from the census surveys.  
5.5.3 Qualitative Data Analysis  
 In this second phase, interview data were transcribed, coded and analysed to 
identify themes emerging from within it. In multiple case analysis, data analysis 
occurs at two levels—namely within each instance and across the cases (Stake, 
1995). In the current research study, first each case was analysed for themes related 
to students’ experiences in and perceptions of the RPF programme. Then, all cases 
were examined for either similar or different themes. This process helped to identify 
items of the programme yielding similar or different experiences and perceptions 
from former Peace Fellows. Finally, a combined analysis of findings was presented.  
Transcribed data files were collated based on themes such as KSAs, Applied Field 
Experience (AFE) and employment circumstances. It was also possible to link 
interview data provided by interviewees to their corresponding demographic data 
from the survey. I have presented survey results in conjunction with interview 
excerpts to develop a composite synthesis of the question under inquiry and produce 
a plausible final report. The research findings presented in the next two chapters is 
drawn from both the census survey and interview data.  
5.5.4 Establishing Qualitative Data Credibility  
 Unlike in the first phase (quantitative) where reliability and validity are easy to 
establish, the second stage (qualitative) is different altogether. However, there is a 
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way to determine “reliability and validity” of the data through establishing data 
credibility. I sought to establish the credibility of the interview data I had gathered 
based on coherence, insight, instrumental utility (Eisner, 1991) and trustworthiness 
(Lincoln and Guba, 1985). The process is not an easy one, but it was necessary and 
made possible through verification of some of the statements and individual 
accounts of former Peace Fellows. The audit process anchored upon four steps. 
Triangulation – this step involved converging information from different sources 
(interviews, documents, articles, stories, and so forth.). Participant feedback – 
getting feedback from the participants and verifying some of the information they 
supplied for its accuracy, especially information relevant to the identified categories 
and themes. External audit – the researcher engaged former Peace Fellows doing 
PhDs at UQ to conduct thorough reviews of the study material and provide feedback.  
5.6 Document analysis  
Document analysis is ‘a systematic procedure for reviewing or evaluating 
documents—both printed and electronic (computer-based and Internet-transmitted) 
material’ (Bowen, 2009: 27). My approach involved scrutinising published records 
(official and personal), original and secondary written records, minutes, the grey 
literature, publicity materials, reports, statistical data, and Internet sources, especially 
the Rotary website. the Rotary website. Examination and interpretation of various 
documents related to the Rotary programme elicited meaning facilitated 
understanding and developed empirical knowledge about the programme and its 
objectives. Document analysis facilitated a better understanding of the historical 
circumstances and thinking behind the conceptualisation of the RPF programme. 
Furthermore, I analysed Rotary documents to assess any changes in the programme 
since its inception in 2002. The other reason for using document analysis was that 
documents contain data that has not been influenced by research value systems. 
Moreover, the method is comparatively less costly.  
Conversely, Sarantakos (2005) argues that document analysis is limited when the 
documents analysed are not representative of the research inquiry, thereby affecting 
the generalizability of findings. The author alleviated the effects of this limitation by 
cross-validating document analysis findings with interview and survey data. Another 
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disadvantage of this method is that documents might be insufficient for full 
comprehension by the researcher because the documents are prepared for 
purposes other than research. To overcome possible insufficiency, I sought the 
assistance of Rotarians to clarify meanings of document contents where this was not 
clear.  
Documents reviewed include those produced prior to the inception of the RPF 
programme, as well as those produced subsequently. The documents provided vital 
data used in combination with data from other methods to draw conclusions 
regarding the RPF programme’s contribution to the successful training of 
professional peace builders and returning them to the workplace. The documents 
collected in the current research study from Rotarians and Rotary staffs were 
assessed as credible and authentic. Moreover, the author had access to the Rotary 
website and confidential documents such as minutes of Trustees and reports 
(including financial reports) related to the programme.  
5.7 Evaluation framework for the RPF programme  
Evaluating programmes such as the RPF require the researcher to deal with the 
issue of attribution. In other words, how do we know whether the RPF programme or 
something else is contributing via successful training to effective peacebuilding? Like 
many other graduate PACS programmes, Rotary often measures the success of its 
programme in terms of individual success stories and through having discussions 
with students and faculty members at RCISs. The process does not necessarily 
present plausible evidence of programme performance (Kotvojs and Shrimpton, 
2007). Where there is evidence that suggests a programme (such as the RPF 
scheme) is achieving intended outcomes, it is always possible that there are factors 
contributing to these outcomes other than the programme itself (Mayne, 2001). One 
way of dealing with attribution in non-experimental research designs is through 
utilising a contribution analysis approach.  
Contribution analysis is commonly used in finance and business to establish cause 
and effect but is new in programme evaluation research (Kotvojs, 2006). The main 
purpose of using contribution analysis in the current study is to consider if there are 
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other factors causing the observed outcomes than the RPF programme. Plausible 
evidence is needed that the Rotary programme contributes by successfully training 
peace builders who return to the workplace following graduation to make a 
difference. Plausible evidence should be able to convince people who know about 
what the programme does and see its outcomes. They should be satisfied that 
indeed the programme contributed to the observed and desired outcomes (Kotvojs 
and Shrimpton, 2007: 28).  
5.7.1 Contribution Analysis  
The use of contribution analysis in evaluation studies entails a series of steps ‘used 
to address attribution through performance measurement’ (Mayne, 2001: 6). The 
steps are interactive and build on each other as the story unfolds (see Appendix 8: 
The six steps of contribution analysis (Mayne 2001, p. 9) on page 278). 
5.7.1.1 Step 1: Attribution problem to be addressed  
The first step in the evaluation framework was to review the logic underlying the 
conceptualisation of the RPF programme as indicated in the 1999 conceptual 
document (see discussion in Chapter 4). Research shows that programme 
evaluation studies tend to ignore the question of attribution by not linking the 
programme results to the activities (Mayne, 2001). This is an even more complex 
issue for peacebuilding programmes. Peacebuilding it is not a fully-fledged 
profession. Many activities are undertaken under the rubric of peacebuilding (see 
discussion in Chapter 3). It is conceptualised in various ways (see discussion in 
Chapter 2). Not surprisingly there are no agreed standardised set of competencies 
for peace builders. In developing this assessment framework, the author developed 
some guiding questions to clarify attribution, namely:  What evidence is available to 
reduce the uncertainty about the contribution of the programme to successfully 
training effective peace builders? What shows that the RPF programme made a 
significant contribution? What evidence is acceptable (by Peace Fellows, Rotary and 
other stakeholders) to attribute contribution? What other factors could influence the 
observed outcomes? Is the expected contribution of the programme plausible?  
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5.7.1.2 Step 2: Theories of change for the RPF programme  
The RPF programme’s goal of contributing to the successful training of peace 
builders is long-term in nature and it would be difficult to measure its impact in the 
short term in a research study of this kind. The enduring impact Rotary would like to 
see requires more resources and time than a Ph.D. thesis. The impact will not only 
be in the lives of the Peace Fellows, but also in terms of peacebuilding at both 
international and in local levels. It was necessary to discern its theories of change to 
evaluate the RPF programme using this framework. Often theories of change are 
implicit in a programme’s goals rather than explicitly stated. These were identified 
not for their sake, but as part of the building the contribution analysis evaluation 
framework.  
Making statements about programme contribution to outputs is easier than making 
statements about programme contribution to outcomes (impact). Montague et al. 
(2003) argue that there are three useful circles of influence for determining the 
expected contribution of a programme. The first one is direct control of the results; 
the second is the direct influence of the expected outcomes, and the third is the 
indirect influence of the desired outcomes. Where a programme has direct control 
and influence of the results, its contribution to the expected results is not difficult to 
establish. However, establishing attribution requires the availability of evidence in 
terms of the inputs; domains and pathways of change as shown in Appendix 9: The 
Rotary Training Model on page 279.   
5.7.1.3 Step 3: Gathering existing evidence  
 The author identified three areas of proof in this research study: research findings, 
elaborate theories of change, and other influential factors. Research findings, as 
presented in Chapters 6 and 7, show evidence of the contribution story. Also, there 
is evidence to validate the assumptions underlying the theories of change of the RPF 
programme and to demonstrate that it was implemented as planned. Finally, all the 
other factors influencing the results and outcomes of the programme were 
considered, including the difficulties of training peace builders in a field without a 
clear professional path.  
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5.7.1.4 Step 4: Assessment of the contribution story  
This step is the most crucial for the evaluation/discussion of findings in the current 
research study in Chapter 8. At this stage, there are no “new” data gathered other 
than the quantitative and qualitative strands as well as document analysis. 
Therefore, the author used data from these methods to present evidence about 
attribution and tells the story of the Rotary’s contribution to the successful training of 
professional peace builders and returning them to the workplace.  
5.7.1.5 Step 5: Additional evidence  
This step is important in terms of guiding further efforts about the contribution story. 
At this stage, the need for more information to address challenges to the credibility of 
the contribution story needs to be identified through further research into the Rotary 
programme as shown through some recommendations in Chapter 9.  
5.7.1.6 Step 6: Revision and strengthening of the contribution story 
Revising and strengthening of the contribution story depends on the availability of 
new evidence or not. The new evidence may serve to strengthen or weaken the 
contribution story as the case may be. As I continued developing the current study, I 
did not find new information apart from what had already been collected. Because 
contribution analysis is iterative, analysis at this point may necessitate going back to 
previous steps to revise the story.  
The purpose of contribution analysis is not to prove an impact, but to present 
plausible evidence of the programme causing the desired outcomes. Proving or 
assessing the impact of the programme requires more time and that means a study 
beyond a Ph.D. However, in the short-term and using contribution analysis, it was 
possible to present evidence in this research on whether the RPF programme is 
likely to make an impact in the long term. The purpose of the current research was to 
examine the programme’s contribution to the successful training of professional 
peace builders and returning them to the workplace. I had to ascertain if everything 
possible is being done through the programme to achieve the intended results.  
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5.8 Conclusion  
This chapter outlined the research method utilised this research study. It was clear 
from the discussion in this chapter that the choice of mixed methods research design 
highly depends on the purpose of the study itself. Moreover, it also depends on the 
research question. The current research study utilised an explanatory sequential 
research design that enabled data collection process in two phases, starting with the 
quantitative strand and then the qualitative strand. However, the integration of the 
data took place as early as the development of the qualitative strand right through to 
analysis and interpretation. The main purpose of utilising such a design was to 
enable triangulation of both methods and data. Triangulation increases the validity of 
the results of the research study.  
The chapter also presented and justified the evaluation framework based on 
contribution analysis. It is an approach that aims to present plausible evidence about 
interventions and how they contributed to the observed outcomes. The results in the 
next two Chapters present plausible evidence to support the claims that indeed the 
RPF programme contributes to the successful training of Peace Fellows and return 
them to the workplace as peace builders. It was an appropriate approach to 
evaluating the RPF programme since the purpose is not to prove impact but to 
examine the success of the programme in delivering training.  
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Chapter 6:  Training of Professional Peacebuilders  
6.1 Introduction 
This study evaluates the Rotary programme by investigating the experiences and 
perceptions of its graduates. In particular, it investigates the acquisition of 
peacebuilding knowledge, skills and abilities (KSAs) and their importance in their 
current employment circumstances. A key aim is to assess the extent to which the 
Rotary programme provides students with the KSAs needed to become effective 
peace builders. We have seen that Rotary supports the Rotary Peace Fellowship 
programme, which seeks to recruit, train and support professional peace builders, as 
part of its goal to promote peace goodwill, and world understanding. By supporting 
RCISs at partner universities, it aims to train effective peace builders by equipping 
them with the KSAs they require. This chapter draws on a survey of former Peace 
Fellows and reports their assessments of the programme’s success in training them 
as professional peace builders. 
Every year, some 50 students enter the programme. Rotary identifies and recruits 
suitable Peace Fellows through its worldwide network of clubs. It monitors the RCIS 
to whom it entrusts their training as peace builders. Upon their graduation, Rotary 
supports and links the programmes’ graduates to facilitate esprit de corps - a sense 
of unity and common interests and responsibilities among the cohorts of graduates. 
For this purpose, Rotary’s Peace Fellow Alumni Coordinator based in Evanston 
keeps a comprehensive, up-to-date database. At the time of this study, the Rotary 
database included contact details for 418 former Peace Fellows, who had 
undertaken programme between 2002 and 2012.  A survey distributed to these 418 
former Peace Fellows by the Alumni Coordinator substantially provides the data 
analysed in this chapter.    
Rotary has a genuine global presence. The Peace Fellows it recruits are a 
remarkably diverse group even if many originate from the USA (see Appendix 10: 
Country of origin of former Peace Fellows on page 280).  They come from small 
villages and big cities. They range from recent university graduates to established 
experts in their fields. They are students, researchers, and professionals from 
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various fields including education, military, religion, government, journalism, science 
and management. Peace Fellows also come from a broad range of socioeconomic, 
ethnic, racial, and religious backgrounds. Many are seasoned travellers. For some, 
the Rotary programme provides a first experience abroad. All Peace Fellows share a 
strong academic background, leadership potential, and passion for peace and 
promoting mutual understanding and coexistence among nations and cultures. 
Successful candidates enrol at partner universities and train to become effective 
peace builders.  
Figure 6:1: The Regions from which Peace Fellows come40   
 
6.2 Training Professional Peacebuilders the Rotary way  
Rotary entrusts the development of the curricula for its programme and the actual 
training of Peace Fellows to partner universities. Training professional peace 
                                            
40 Figure 1includes the number of former Peace Fellows who graduated between 2004 and 2012 and 
were listed in the Rotary Alumni Database at the time of this study. 
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builders is not a clear-cut process as is the training of professionals such as 
accountants or medical practitioners. In established professions such as accounting 
or medicine, there is a substantial consensus about the knowledge and skills 
required as well as a well-established professional career path for trainees. There 
has been an attempt to professionalise peacebuilding and to vet and accredit 
professional peace builders by the Civilian Peace Service Canada (CPSC) in 
Canada.41  However, the efforts of CPSC are still in their infancy and (as we have 
seen) there is little consensus about the particular knowledge and practices which 
defines peacebuilding. At the time of this study, there was no agreed formal 
accreditation process nor universally accepted credentials that peace builders must 
first acquire to practice. Unlike in established professions, there is no professional 
body to manage peacebuilding training programmes or training processes. The 
absence of a clear agreement on standardised KSAs for peace builders poses a 
challenge in evaluating peacebuilding programmes, something this thesis goes some 
way towards addressing.   
Moreover, the particular KSAs peacebuilding graduates acquire is a matter of 
concern for employers and other groups engaged in the consolidation of peace work. 
Rotary allows individual RCISs to each articulate a set of graduate attributes that 
define the desirable KSAs, values and attitudes of their graduates regardless of the 
place of origin or cultural background.  Rotary ensures that graduates from the 
programme will possess a practical rather than purely academic understanding of 
peacebuilding, and a mix of KSAs valued by employers. It insists that all of its 
partner universities include a period of Applied Field Experience (AFE).  Rotary 
conceives field experience as an opportunity for Peace Fellows to marry theory and 
practice. It assists them to rehearse and refine their KSAs in practical ways and 
within a real world setting. Rotary emphasises this component and provides funding 
to students to undertake AFE for a maximum of three months during the fellowship.  
                                            
41 CPSC was established in 2004 to work through existing organizations in Canada and abroad to 
design and deliver standardized, professional accreditation of peace workers. More information is 
available at http://www.civilianpeaceservice.ca  
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AFE is designed to ensure that Peace Fellows emerge from the programme 
equipped with both theoretical knowhow and a capacity to apply theory to practice.  
The training of professional peace builders remains problematic because there is no 
consensus about the peacebuilding KSAs they require.  Evaluating the success of 
the Rotary programme poses a similar problem. Without agreement about the 
particular knowledge and skills peace builders require, I created my list of attributes 
required by peace builders. I based it on both a broad reading of the peacebuilding 
literature and on interviews with prospective employers of peace builders (see 
Appendix 6: List of identified Knowledge, Skills and Abilities required by peace 
builders on page 276). 
6.3 Do Peace Fellows acquire KSAs required by effective peace builders? 
The success of the Rotary programme depends on whether Peace Fellows acquire 
the knowledge, skills, and abilities – the competencies that will enable them to work 
effectively as peace builders.  A first important question to address is whether the 
Rotary programme provides the requisite KSAs to its graduates. To address this 
issue, I asked former Peace Fellows to evaluate the KSAs they acquired from the 
Rotary programme in terms of the level of importance to their work.  For example, I 
asked whether they had acquired effective communication skills, an awareness of 
cultural considerations, suitable problem-solving and critical thinking skills, and a 
capacity to negotiate and mediate in conflict situations.  
6.3.1 “I have been able to apply the knowledge, skills and abilities.”  
Many, indeed most, former Peace Fellows offered positive assessments of the 
programme.  The questionnaire distributed to former Peace Fellows included a 
series of multiple choice questions relating to particular peacebuilding knowledge, 
skills and abilities. In a series of 27 interviews, I similarly asked Peace Fellows 
whether they believed that the programme had equipped them with the core 
attributes required to work effectively as peace builders. The additional interview 
data obtained is rich in detail. It allows insight into the quite different ways in which 
former Peace Fellows are applying the KSAs acquired during their studies.  
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Unsurprisingly given the care taken to recruit suitable candidates, the census data 
show that most former Peace Fellows offered a positive account of the Rotary 
programme’s benefits. The interview data help confirm that this is the case.  
Interviewee 1 said “The peacebuilding attributes from the fellowship programme 
have contributed to my understanding of and enhanced my skills in conflict resolution 
and peacebuilding.”  When asked about about the job-relevant attributes acquired, 
she indicated that her training had equipped her “To understand conflict dynamics 
and the various actors involved, both in pre-conflict and post-conflict situations [and] 
to address or approach conflicts in different cultural settings”.  
Upon entering the programme, Peace Fellows often develop expectations about the 
value it can give to their careers. Former Peace Fellows did have different 
experiences and perceptions of the programme. In some cases, it exceeded their 
expectations. Interviewee 23 said, “The programme exceeded my expectations.” 
When I asked about specific expectations exceeded, I got the following answer: “My 
objective of undertaking this course was to get international exposure and 
experience, as well as understanding theories for conflict prevention, management 
and resolution as well as peacebuilding.”  
We know that Rotary recruits experienced mid-career professionals, some of whom 
bring considerable peacebuilding experience into the programme. One of the 
expectations, especially for those with field experience in the consolidation of peace 
work, is to balance the interplay between theoretical understandings and their 
practical experience. As Interviewee 13 said, “I feel that I gained more awareness of 
conflict theory because I already had many of the practical knowledge and skills that 
I currently use.” Interviewee 23 added “In my previous work, I had the actual 
knowledge of dealing with conflict. However, I lacked the theoretical knowledge of 
how conflict resolution is conducted.” The programme may not necessarily provide 
them much in terms of practical, hands-on experience of the realities of 
peacebuilding work. However, what it does do is to offer experienced mid-career 
professionals the opportunity to reflect on that experience in a more theoretically and 
practically informed way.  
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While there is no “right” approach to building peace, Interviewee 11 attributed 
passion and “heart” for peacebuilding work as the main drivers of their work 
motivation. “One of the things that I have wanted to do coming into this programme 
was to work in a field of study abroad.” It is just one example of how Peace Fellows 
come into the programme with different expectations. I wanted to find out to what 
extent the programme fulfilled Interviewee 11’s expectation and what he is doing in 
the study abroad scheme. I asked him to share more information on this and he said 
“I wanted to get American students an opportunity to get out into the world and get 
different perspectives on their own through studying abroad. I joined the Study 
Abroad Centre and became its director two years ago. Under my directorship, a total 
of 600 American students had the opportunity to study abroad.” On whether KSAs 
acquired from the Rotary programme were relevant and significant to his current 
employment, Interviewee 11 said, “I would not have managed to do all this work 
without the knowledge, skills and abilities from the programme, in particular, 
communication and intercultural knowledge and expertise. I would like actually to be 
doing that in more direct and beneficial ways to more Americans in future.”   
During the two years in which Interviewee 11was the director of a Study Abroad 
Centre, more than 600 American students went through the centre. He is proud of 
this achievement.   He also explained how he had helped to open a new campus in 
Dubai through working with New York University. The new campus provides 
structured opportunities for American students to have a study abroad experience, 
broaden their perspectives, engage in dialogue, as well as to expose them to people 
of different cultures and ways of living.  Passion about assisting American students 
to experience diversity and multiculturalism promotes peaceful co-existence between 
people from various parts of the world. The interview data gathered illustrate how 
individual former Peace Fellows do contribute to peace, goodwill and world 
understanding through various activities.  
Interviewee 22 explained that in the “three years since graduation” that he had found 
the ability to blend theory and practice acquired as a Peace Fellow to be valuable. “I 
do not think policy makers and practitioners do not have all the answers. However, 
doing both research and practical work makes you a complete person in 
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understanding PACS issues.” He referred to the prominent peacebuilding scholar, 
Else Boulding(Boulding, 1990) and to her view that “policymakers should do 
research and researchers should do policy work when they can” and ventured that 
the two perspectives “complement each other”.  He added “I teach today and assist 
to teach, give guest lectures; … it is not about the money but what I am giving to the 
young students with all those long emails that I send them with feedback. I think I 
give them so much from what I learned in master’s degree. I tutor and give lectures 
in PACS area and critical development studies affecting the roles of interveners who 
go into development work.”  
Rotary actively discourages Peace Fellows from undertaking a further postgraduate 
study (as Interviewee 22 is).  Upon the completion of their programme, it encourages 
Peace Fellows to return to their country of origin and to employment where they will 
be able to apply their newfound KSAs and understanding of peacebuilding.  But not 
all Peace Fellows believe that this is the best way to implement the expertise they 
have acquired. A few (including the author) have been drawn to further postgraduate 
study. Rotary might see Peace Fellows, who have chosen further postgraduate study 
as wasting their training. However, it is the case that Peace Fellows find many 
different forms of employment and contribute to the consolidation of peace in various 
ways. Those who are pursuing further postgraduate studies in peacebuilding see 
themselves rather differently – as contributing to the consolidation of peace in 
another way. 
Peace builders are often required to work in cross-cultural or multi-cultural 
environments. Such environments require a general knowledge about cultural 
diversity, skills in cultural fluency and ability to move in and out of cultures is 
essential for effective peace builders.  
Interviewee 24 observes: 
I have been able to apply the knowledge, skills and abilities [peacebuilding 
competencies] in my job, especially grounded legitimacy and bottom-up 
structures. I have been able to implement these in Afghanistan in the ongoing 
peacebuilding mission. Especially how the communities come together to 
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resolve conflicts; prioritise grievances. Understanding how to access essential 
services in a way that is transparent and how they can increase accountability 
between themselves in the communities and to external institutions. The 
decrease in violence, I attribute all of my achievements to the training I got 
through the programme. 
In similar vein Interviewee 2 says: 
The work I do involves mediating conflicts between churches. Uganda’s 
history is based on religious conflicts. The churches formed the secretariat to 
help them solve conflicts among their members. For around thirty years, 
conflict in Uganda has been religious based. These conflicts may also take 
the form of interest, policy issues and resources. Knowledge, Skills and 
Abilities acquired during the programme are important for me in designing 
interventions, training for transformation, entrepreneurship skills training and 
conflict mitigation strategies. 
Most interviewees with whom I spoke had either returned to their previous jobs or 
secured employment in which they could apply the acquired KSAs. They spoke 
highly and positively about the peacebuilding competencies offered by the Rotary 
programme and how they are utilising them in their current employment. However, 
interviewees do not comprise a representative sample.  Inferences about the overall 
success of the Rotary programme in equipping Peace Fellows with appropriate 
KSAs cannot safely be drawn from the interview data alone. The selected reported 
interview excerpts do illustrate that peacebuilding can take very different forms. For 
example, the former Peace Fellows working in Afghanistan and Uganda face 
different challenges. Each situation is unique and requires a context-sensitive 
approach. Effective peace builders need be able to apply different approaches in 
different circumstances. Working in quite different circumstances and facing quite 
different challenges, most of the former Peace Fellows who completed the online 
survey regarded the KSAs they had acquired in the programme positively. These 
data are representative. They do allow me to draw inferences from the Rotary 
programme. 
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The questionnaire asked respondents to rate, overall, the importance of 
peacebuilding competencies acquired from the programme in their employment 
circumstances. I compiled a list of 45 different aspects of peacebuilding 
competencies from the literature, interviewees with potential employers and 
examination of job sites for peace builders, covering aspects of peacebuilding 
knowledge, skills and abilities.42 I organised the peacebuilding competencies into 
and analysed them according to three categories: peacebuilding knowledge (17 
items), peacebuilding skills (13 items) and the consolidation of peace abilities (15 
items). Respondents evaluated each of these 45 items using a 5-point Likert scale 
scored as 1 for not very important, 2 for not important, 3 for neither important nor 
unimportant, 4 for important, and 5 for very important.43  
Rotary graduates engage in various activities in the peacebuilding field based on 
their areas of expertise. Measuring the importance that former Peace Fellows attach 
to a range of peacebuilding KSAs in their current employment circumstances 
provides a way of assessing the success of the Rotary programme in equipping 
students with relevant and valuable competencies. Unfortunately, this is the first time 
a snapshot of the programme’s performance has been attempted.  There are no 
previous studies on the Rotary programme against which to compare this study’s findings.  
6.3.2 Peacebuilding knowledge attributes 
Data in Table 6.1 suggests that most former Peace Fellows greatly appreciate 
peacebuilding knowledge offered by the Rotary programme. Two-thirds of 
respondents (67.5%) agreed that this knowledge was significant or crucial in their 
current employment circumstances. 
 
                                            
42 My questionnaire also asked former Peace Fellows the same question but relating to their first jobs 
after graduation from the programme. No significant differences were found in the value respondents 
attached to KSAs in their first and current jobs. In this chapter data are reporting relating to the 
importance respondents attach to KSAs in their current employment.  
43 All of the items that are mentioned to be measured in Likert scale in this study were coded as 
explained here.  
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Table 6:1  Overall ratings of Peacebuilding Knowledge 
Rating scales  Frequency Percent (%) 
 
Not very important 24 7.9 
Not important 20 6.6 
Neither important nor unimportant 49 16.1 
Important 145 47.5 
Very important 67 22.0 
 N=305 100.0 
 
Question: How important in your current employment circumstances is the peacebuilding knowledge 
that you acquired from the Rotary programme?  
 
A much smaller number of (14.5%) indicated that the knowledge of peacebuilding 
they had acquired as Peace Fellows was unimportant in their present work. A similar 
number (16.1%) were equivocal. These findings do suggest that, in their current 
employment circumstances, most respondents do appreciate the knowledge of 
peacebuilding that they acquired from the Rotary programme. However, it is 
understandable that individual former Peace Fellows may not use all the 
peacebuilding knowledge acquired and that what particular knowledge individuals 
regard as important may depend upon the nature of their work. 
Peacebuilding involves a range of different kinds of knowledge attributes and 
activities. Individual peace builders in various employment circumstances or with 
different objectives may well rate some more highly than others. Accordingly, the 
questionnaire asked respondents to rate the importance of 17 different peacebuilding 
knowledge attributes. (For an explanation on the identification of these items, see the 
discussion of Peacebuilding Praxis on page 53.) . Table 6.2 provides a summary of 
their responses, ranking each knowledge item in order of their perceived importance.  
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Table 6:2 Ratings of 17 individual items of Peacebuilding Knowledge by former 
Peace Fellows  
 Knowledge about  
 
Very 
Important 
(%) 
Important 
(%) 
Neither 
important 
nor 
unimportant 
(%) 
Not 
important 
(%) 
Not very 
important 
(%) 
Cross-cultural awareness 61 31   7   0   1 
Negotiation processes 44 33 15   3   5 
Socio-political Aspects 33 42 15   5   5 
Social change strategies 29 45 17   5   4 
Conflict management  38 36 18   5   3 
Conflict analysis 
techniques 
41 32 16   7   4 
Development processes 36 39 14   6   5 
Conflict Dynamics 32 41 19   5   3 
Conflict resolution 37 37 17   5   4 
Mediation processes 41 32 17   6   4 
Gender analysis  22 41 23   8   6 
Peacebuilding 
approaches 
22 38 21 10   9 
Reconciliation processes 26 34 20 10 10 
Institution building  24 37 24   8   7 
International relations  19 37 26 10   8 
Democratisation 22 32 26 11   9 
Diplomacy 16 29 35 10 10 
Question: Please rate each peacebuilding knowledge aspect according to its importance to your 
current employment circumstances. 
In broad terms, Table 6.2 suggests that respondents regard a range of different 
peacebuilding knowledge attributes as important. More than half of respondents 
rated all but one aspect of peacebuilding knowledge as important. Peace Fellows, it 
appears, appreciate the peacebuilding knowledge offered by the Rotary programme 
and see its valuable in their current employment.   
Cross-cultural awareness, negotiation, socio-political aspects, social change and 
conflict management are the top five important or paramount peacebuilding 
knowledge items. It is not surprising that former Peace Fellows most value these 
aspects of peacebuilding knowledge. Peacebuilders mostly work in cultures and 
environments other than their own and knowledge about how to deal with cross-
cultural issues is crucial. At the same time, the need for peaceful resolution of 
conflicts calls upon peace builders to be knowledgeable negotiators. Peace Builders 
 150 
 
need to develop expertise in analysing socio-political situations leading to the 
development of sustainable peacebuilding strategies.  
Table 6.2 also shows that respondents placed a lesser value on some forms of 
knowledge including international relations, democratisation and diplomacy. 
However, it does not necessarily mean that there are not important in the 
consolidation of peace.  It could be that these were not a priority in the current 
employment of the former Peace Fellows at the time of this study. That there are 
some variations in the way in which former Peace Fellows value the peacebuilding 
knowledge they acquired in the programme warrants further investigation. 
1.1.1.1 Do PFs graduating from different RCISs differently rate the 
peacebuilding knowledge acquired from the RPF programme? 
The feature of the design of the RPF programme is that it contracts out the teaching 
of the peacebuilding competencies to various partner universities that offer varying 
curricula. We have seen that Rotary has withdrawn its support in some instances 
where an RCIS has not met programme expectations. An important question is 
whether the programme uniformly delivers across all of the RCISs.  In other words, is 
there any evidence that the RCISs are performing differently in imparting 
peacebuilding knowledge to students. Table 6.3 provides a summary of the 
responses provided by graduates of the different RCISs involved in the programme 
in rating the overall value of peacebuilding knowledge acquired as Peace Fellows. 
Table 6:3 Ratings of Peacebuilding Knowledge by RCIS Attended 
Rating scales 
Rotary Centre 
Bradford California DNC ICU Sciences 
Po 
UQ USAL Total 
  (%) (%) (%) (%) (%) (%) (%) (%) 
 
Very important  21.3 13.6 13.0 28.1 11.8 28.4 23.5 22.0 
Important  44.7 36.4 53.7 42.1 58.8 50.0 47.1 47.5 
Neither important nor 
unimportant 
 
23.4 27.3 16.7 15.8 5.9 16.2 2.9 16.1 
Not important  8.5 9.1 3.7 8.8 17.6 1.4 8.8 6.6 
Not very important  2.1 13.6 13.0 5.3 5.9 4.1 17.6 7.9 
  N=47 N=22 N=54 N=57 N=17 N=74 N=34 N=305 
 2 (24) = 34.798,   = 0.071 
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Question: How important in your current employment circumstances is the peacebuilding knowledge 
that you acquired from the Rotary programme?  
Overall one-quarter (22%) of former Peace Fellows believe the peacebuilding 
knowledge they acquired from the Rotary programme to be very important.  Almost 
half (47.5%) said it was important.  In some cases, the samples are small and the 
differences shown are not statistically significant. However, Table 6.3 suggests there 
is some slight variation in the way graduates of the different RCIS value the 
peacebuilding knowledge they acquired. For example, graduates from DNC (13%) 
were less likely to, and graduates from UQ (28.4%) and ICU(28.1%) were more likely 
to describe what they had learned as Peace Fellows as paramount. There is no clear 
evidence in these data that suggest that individual RCIS are better equipping 
graduates with peacebuilding knowledge than others. 
6.3.2.1 Do RPFs who come from different countries differently rate peacebuilding 
knowledge acquired from the RPF programme?   
As Figure 6.1 shows, Rotary recruits Peace Fellows from various parts of the world. 
There is a deliberate effort by the organisation to promote multiculturalism and to 
recruit a diverse mix of students. Furthermore, Rotary encourages Peace Fellows to 
return to and work in their countries of origin upon completion of their studies. There 
are, of course, different circumstances in the various countries to which Peace 
Fellows return. Economic circumstances in developed countries are different from 
those in developing countries, and these differences do affect how people live, how 
they learn, and how they aspire to achieve their goals. Hence, it is entirely possible 
that respondents might rate the knowledge attributes they acquired as Peace 
Fellows differently according to their country of origin. For the purpose of robust 
analysis, countries, where former Peace Fellows originated from, were categorised 
regionally. 
 
 
 152 
 
Table 6:4 Ratings of Peacebuilding knowledge by Country of Origin 
 Region 
North 
America 
& 
Canada 
Asia Europe Africa Australia 
& 
Oceania 
South 
America 
Middle 
East 
Total 
  (%) (%) (%) (%) (%) (%) (%) (%) 
 
Very important  19.4 27.3 23.3 21.4 17.9 20.0 22.2 22.0 
Important  54.1 40.3 50.0 46.4 50.0 42.9 44.4 47.5 
Neither important nor 
unimportant 
 
12.2 20.8 13.3 7.1 14.3 25.7 22.2 16.1 
Not important  7.1 2.6 3.3 14.3 10.7 5.7 11.1 6.6 
Not very important  7.1 9.1 10.0 10.7 7.1 5.7 0.0 7.9 
  N=98 N=77 N=30 N=28 N=28 N=35 N=9 N=305 
 2 (24) = 16.955,   = 0.851 
Question: How important in your current employment circumstances is the peacebuilding knowledge 
that you acquired from the Rotary programme?  
Some small variations are apparent.  Respondents from post-conflict countries do 
appear to value the peacebuilding knowledge they acquired as Peace Fellows 
somewhat more highly than their colleagues from more politically stable countries.  
However, Table 6.4 shows no marked nor even statistically significant difference in 
the manner in which graduates from different regions rate the value of the core 
knowledge they gained from participation in the Rotary programme.  By this 
measure, the Rotary programme is succeeding in accommodating the needs of a 
diverse mix of students by providing peacebuilding knowledge that Peace Fellows 
from all regions appreciate. 
6.3.2.2 Does gender influence how the RPF programme imparts peacebuilding 
knowledge to men and women?  
Rotary recruits men and women as Peace Fellows, anticipating that the programme 
will deliver equally across gender.  However, we know that it is difficult always to 
meet the formal provision of equal opportunities for women and men in practice. This 
includes in learning and training environments because women often encounter a 
glass ceiling in workplaces. Against this background, we might ask whether women 
Peace Fellows value the peacebuilding knowledge imparted by the RPF programme, 
in the same way, their male counterparts do.  
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Table 6:5  Ratings of Peacebuilding Knowledge by Gender 
Rating scales  
Gender 
Female 
(%) 
Male 
(%) 
Total 
(%) 
 
Very important  20.4 24.2 22.0 
Important  49.7 44.4 47.5 
Neither important nor unimportant  17.1 14.5 16.1 
Not important  5.5 8.1 6.6 
Not very important  7.2 8.9 7.9 
  N=181 N=124 N=305 
 2 (4) = 2.220,   = 0.695 
Question: How important in your current employment circumstances is the peacebuilding knowledge 
that you acquired from the Rotary programme?  
Table 6.5 shows that there are but minor variations in the ways male and female 
respondents value the peacebuilding knowledge acquired as Peace Fellows in their 
current employment circumstances. Men appear to be a little more inclined to 
describe this knowledge as ‘very important’.  However, these differences are not 
statistically significant. It is reasonable to conclude that there is no relationship 
between the acquisition of peacebuilding knowledge and gender. Both male and 
female Peace Fellows attach a similar importance to the peacebuilding knowledge 
acquired from the programme.    
6.3.2.3 Do RPFs graduating in different periods differently rate peacebuilding 
knowledge acquired from the RPF programme?   
Since 2002, some 50 students have entered the Rotary programme each year. Their 
experiences as Peace Fellows may have varied, not only with the particular campus 
and RCIS attended, but depending on the point in time at which Rotary accepted 
them into the programme. We have seen that the programme experienced early 
‘teething problems’ (such as those which ultimately saw Rotary withdraw from the 
partnership with Sciences Po).  Within individual RCIS, it is likely that the curriculum 
has evolved since 2002, just as the wider peacebuilding academic field has.  It is 
entirely possible that the learning circumstances that prevailed were not the same for 
all students who have graduated from the programme. Some Peace Fellows entered 
the programme when it was in its infancy stages; others entered when it was semi-
established; and yet others entered into a well-established programme.  Could this 
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have a bearing on how successfully the programme provided them with 
peacebuilding knowledge attributes?  
Table 6:6  Ratings of Peacebuilding knowledge by Year of Graduation 
Rating scales 
Year of Graduation 
2004 
(%) 
2005 
(%) 
2006 
(%) 
2007 
(%) 
2008 
(%) 
2009 
(%) 
2010 
(%) 
2011 
(%) 
2012 
(%) 
Total 
(%) 
 
Very important  17.4 24.0 13.8 27.5 31.8 19.0 16.3 18.6 31.3 22.0 
Important  39.1 44.0 65.5 27.5 38.6 52.4 62.8 46.5 56.3 47.5 
Neither important 
nor unimportant 
 
21.7 8.0 17.2 30.0 11.4 16.7 9.3 16.3 12.5 16.1 
Not important  8.7 12.0 3.4 7.5 11.4 7.1 0.0 7.0 0.0 6.6 
Not very important 13.0 12.0 0.0 7.5 6.8 4.8 11.6 11.6 0.0 7.9 
  N=23 N=25 N=29 N=40 N=44 N=42 N=43 N=43 N=16 N=305 
 2 (32) = 36.880,   = 0.253  
Question: How important in your current employment circumstances is the peacebuilding knowledge 
that you acquired from the Rotary programme?  
Table 6.6 shows how each graduating class from 2004 to 2012 rated the practical 
importance of the peacebuilding knowledge which they acquired as Peace Fellows.  
Regrettably some graduating classes are underrepresented. The data is divided into 
one of the three cohorts of graduate categories: early (2004-06), middle   (2007-09) 
and recent graduates (2010-12), 44  to enable a more robust analysis. These three 
categories allow a less fine-grained but more robust analysis. 
Table 6:7 Ratings of Peacebuilding knowledge by Graduate Cohort 
Rating scales 
Graduate Cohort  
2004-06 
(%) 
2007-09 
(%) 
2010-12 
(%) 
Total 
(%) 
 
Very important  18.9 25.4 19.8 22.0 
Important  50.0 40.8 54.5 47.5 
Neither important nor unimportant  16.2 18.5 12.9 16.1 
Not important  6.8 9.2 3.0 6.6 
Not very important  8.1 6.2 9.9 7.9 
  N=74 N=130 N=101 N=305 
 2 (8) = 9.115,   = 0.333 
                                            
44 In the rest of the chapter, the analysis involving year of graduation will be done based on graduate 
cohorts rather than the individual years which may continue to produce some underrepresented 
graduating classes. 
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Question: How important in your current employment circumstances is the peacebuilding knowledge 
that you acquired from the Rotary programme?  
Table 6.7 shows that three-quarters (75.3%) of Peace Fellows graduating between 
2010 and 2012 rated the knowledge of peacebuilding acquired as important or very 
important to their present occupations. This compares with two-thirds (68.9%) for the 
first 2004-2006 cohort. Graduates in the middle 2007-2009 cohort appear more likely 
to say this knowledge is very important. However, no robust, statistically significant 
relationship can be observed.  Table 6.1.7 allows only one conclusion: namely that 
there is no statistically significant difference in the willingness of the earliest, middle 
and most recent cohort of graduates to value the peacebuilding knowledge gained 
as Peace Fellows. Rotary can take confidence from these findings.  It suggests that 
any early difficulties with the programme have had no consequence on its capacity to 
deliver. It has consistently imparted peacebuilding competencies from its inception 
that its graduates appreciate and value in their current employment. 
6.3.3 Peacebuilding skills core attributes  
Training professional peace builders involves equipping them with a knowledge of 
matters such as cross-cultural awareness, the process of negotiation, with theories 
of social change strategy and conflict management, amongst other knowledge. We 
know that there is no accepted vocational training path for peace builders, nor even 
a consensus about the core attributes that PACS programmes should teach 
(Fitzduff, 2006; Windmueller et al., 2009). However, it is uncontroversial to say that 
training peace builders require more than imparting a theoretical knowledge. It also 
involves equipping them with a mix of peacebuilding skills.  It is to the success of the 
Rotary programme in providing its graduates with a suitable set of peacebuilding 
skills that we now turn.   
The questionnaire, which I distributed to all former Peace Fellows via Rotary’s 
mailing list asked them to rate, overall, the importance (in the context of their current 
employment circumstances) of the set of peacebuilding skills  acquired from the 
programme. These findings are described in Error! Reference source not found..  
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Table 6:8: Overall ratings of Peacebuilding Skills  
Rating scales  Frequency Percent (%) 
 
Very important 82 26.9 
Important 149 48.9 
Neither important nor unimportant 51 16.7 
Not important 15 4.9 
Not very important 8 2.6 
 N=305 100.0 
 
Question: How important in your current employment circumstances are the peacebuilding skills that 
you acquired from the Rotary programme?  
Table 6.8 shows that the vast majority of former Peace Fellows appreciate the 
peacebuilding skills they acquired from the programme, rating them as important 
(48.9%) or very important (26.9%) for their work. Very few (7.5%) reported that they 
gained unimportant skills, although a somewhat larger group (16.7%) were 
equivocal.  
We know that peacebuilding involves a range of different kinds of skill attributes. 
Depending on the individual employment circumstances of Peace Fellows, some 
particular peacebuilding skills may be regarded as more valuable than others. A 
closer analysis of individual peacebuilding skills will give a clearer picture of how the 
Rotary programme is delivering. To this end, I identified 14 different separate 
peacebuilding skills and asked respondents to rate their importance individually. 
Table 6.9 summarises these findings. 
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Table 6:9 Ratings of individual Peacebuilding Skills Attributes  
Skills about   
Very 
Important 
(%) 
Important 
(%) 
Neither 
important 
nor 
unimportant 
(%)  
Not 
Important 
(%) 
Not Very 
Important 
(%) 
Interpersonal communication  77 17   3 2 1 
Creative thinking   72 25   3 0 0 
Organising  68 27   4 1 0 
Problem-solving  67 28   5 0 0 
Personal management  61 32   5 1 1 
Oratory  51 39   7 2 1 
Leadership  57 32   8 2 1 
Report writing   55 33   7 3 2 
Managerial  51 36   9 1 3 
Research  52 34 12 2 0 
Negotiation  51 35 11 2 1 
Computation 44 35 18 2 1 
Political strategy  31 40 18 8 3 
Funding proposal writing  34 33 19 9 5 
Question: Please rate each peacebuilding skill aspect according to its importance to your current 
employment circumstances. 
 
Table 6.9 lists various peacebuilding skills in the order that respondents place value 
upon them in their present employment circumstances. The data it reports are clearly 
skewed. Very few respondents identified any skill attributes gained as part of their 
training as unimportant.  Former Peace Fellows do value all of the peacebuilding 
skills listed here.  However, not all of these individual peacebuilding skills are thought 
to be ‘crucial’.  The skills associated with interpersonal communication (77%), 
creative thinking (72%), organising (68%) and problem-solving (61%) stand out as 
those thought to be critical and highly valued.  On the other hand, respondents are 
much more equivocal or undecided about still-valued (but not highly) skills such as 
those associated with computation, developing a political strategy or writing funding 
proposals.     
6.3.3.1 Do PFs graduating from different RCISs differently rate the peacebuilding 
skills acquired from the programme? 
We know that Rotary contracts the teaching of peacebuilding attributes to some 
different RCISs established at its partner universities.  As do students themselves, 
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RCIS will have different interests and programme orientations.  While the RPF 
programme proceeds under Rotary’s close supervision, PACS programmes at 
various RCISs do not have identical curricula nor use the same pedagogies. In the 
past Rotary has been prepared to withdraw from its arrangement with a partner 
university judged not to be appropriately training Peace Fellows.  This invites the 
question of whether there is any variation in the ways RCISs equip students with 
peacebuilding skills.    
Table 6:10 Ratings of Peacebuilding skills by RCISs 
 Rotary Centre 
Bradford California DNC ICU Sciences 
Po 
UQ USAL Total 
   (%) (%) (%) (%) (%) (%) (%) (%) 
 
Very important  27.7 22.7 16.7 24.6 23.5 35.1 32.4 26.9 
Important  44.7 54.5 57.4 47.4 41.2 44.6 52.9 48.9 
Neither important 
nor unimportant 
 
23.4 13.6 20.4 21.1 17.6 10.8 8.8 16.7 
Not important  2.1 0.0 5.6 7.0 17.6 2.7 5.9 4.9 
Not very important  2.1 9.1 0.0 0.0 0.0 6.8 0.0 2.6 
  N=47 N=22 N=54 N=57 N=17 N=74 N=34 N=305 
 2 (24)  = 33.112,  = 0.102 
Question: How important in your current employment circumstances are the peacebuilding skills that 
you acquired from the Rotary programme? 
Table 6.10 records how graduates, from the various RCIS supported by Rotary, rate 
the importance of the peacebuilding skills they acquired as Peace Fellows.   At first 
glance it does suggest some small differences: for example graduates from UQ or 
USAL appear more likely to say that the skill set they acquired as Peace Fellows is 
very important in their present work circumstances.   However, Table 6.10 contains 
no statistically significant evidence that links the perceived importance of skills to the 
particular RCIS that respondents attended. These data suggest that the Rotary 
programme is doing well in delivering skills sets that are valued and appreciated in 
the current employment of former Peace Fellows across all of its RCISs.  
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6.3.3.2 Does the Rotary programme impart peacebuilding skills uniformly across 
the country of origin?  
We have already seen that Rotary recruits Peace Fellows from a mix of different 
countries and regions. Their common link is a shared commitment to promote peace 
in the world. However, they do come from different environments—geographically, 
economically, politically, socially and psychologically. When they complete their 
fellowship, Peace Fellows return to different settings and pursue peacebuilding in 
different circumstances. Does this diversity affect the success of the programme in 
imparting valued peacebuilding skills? 
Table 6:11  Ratings of Peacebuilding Skills by Country of Origin 
Rating scales  
Region 
North 
America 
& 
Canada 
Asia Europe Africa Australia 
& 
Oceania 
South 
America 
Middle 
East 
Total 
  (%) (%) (%) (%) (%) (%) (%) (%) 
 
Very important  31.6 24.7 20.0 17.9 35.7 28.6 11.1 26.9 
Important  42.9 58.4 46.7 53.6 46.4 48.6 33.3 48.9 
Neither important nor 
unimportant 
 
17.3 6.5 30.0 28.6 10.7 14.3 44.4 16.7 
Not important  4.1 7.8 3.3 0.0 3.6 8.6 0.0 4.9 
Not very important  4.1 2.6 0.0 0.0 3.6 0.0 11.1 2.6 
  N=98 N=77 N=30 N=28 N=28 N=35 N=9 N=305 
 2 (24)  = 32.308,  = 0.120 
Question: How important in your current employment circumstances are the peacebuilding skills that 
you acquired from the Rotary programme 
Table 6.11 shows how respondents from different regions valued the peacebuilding 
skills they had acquired from the Rotary programme.  There are some observable 
differences: those graduates who come from North America, Canada and Australia 
appear to more highly rate the peacebuilding skill attributes they acquired as Peace 
Fellows in their present workplaces. However, the data are skewed and some 
samples are too small to allow inferences to be drawn.  There is no evidence in this 
Table to suggest that there is a statistically significant relationship between the 
region from which Peace Fellows come and the particular value they place upon the 
mix of peacebuilding skills competencies they acquired from participation in the 
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Rotary programme.  On this evidence, the Rotary programme appears to be well 
serving the needs of the ‘mixed bag’ of students it recruits. 
6.3.3.3 Does gender influence how the RPF programme imparts peacebuilding 
skills to men and women?  
The training of peace builders by the Rotary programme expressly seeks to provide 
Peace Fellows with equal learning opportunities irrespective of gender. We have 
already seen that there are but minor variations in the ways men and women value 
the peacebuilding knowledge acquired as Peace Fellows.  Is this also the case that 
the programme equally offers peacebuilding skills to male and female Peace 
Fellows?   
Table 6:12 Ratings of Peacebuilding Skills by Gender 
Rating scales 
Gender 
Female 
(%) 
Male 
(%) 
Total 
(%) 
 
Very important  29.3 23.4 26.9 
Important  45.9 53.2 48.9 
Neither important nor unimportant  16.6 16.9 16.7 
Not important  5.5 4.0 4.9 
Not very important  2.8 2.4 2.6 
  N=181 N=124 N=305 
 2 (4) = 2.141,  = 0.710 
Question: How important in your current employment circumstances are the peacebuilding skills that 
you acquired from the Rotary programme 
Table 6.12 reports the ways in which male and female respondents valued the 
overall mix of peacebuilding skills they acquired as Peace Fellows. It shows a very 
similar, near identical response pattern from men and women.  There is no 
statistically significant relationship between gender and the value Peace Fellows 
place upon the set of peacebuilding skills gained from the Rotary programme.  The 
Rotary programme offers peacebuilding skills that are highly valued by both men and 
women.  
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6.3.3.4 Do graduate in different periods differ in their ratings of the peacebuilding 
skills acquired from the RPF programme?  
The data collected describe Peace Fellows, who entered and exited the Rotary 
programme at different times—some respondents were pioneers of the programme 
in 2002, and others were recent graduates.  This allows us to consider whether the 
particular period that respondents spent in the programme is related to how they 
value the peacebuilding skills acquired as Peace Fellows.  These data are reported 
in Table 6.13.   
Table 6:13 Rating of Peacebuilding Skills by Graduate Cohort 
 Graduate Cohort 
2004-06 
(%) 
2007-09 
(%) 
2010-12 
(%) 
Total 
(%) 
 
Very important  25.7 23.8 31.7 26.9 
Important  55.4 48.5 44.6 48.9 
Neither important nor 
unimportant 
 
14.9 19.2 14.9 16.7 
Not important  2.7 4.6 6.9 4.9 
Not very important  1.4 3.8 2.0 2.6 
  N=74 N=130 N=101 N=305 
 2 (8) = 6.193,  = 0.626 
Question: How important in your current employment circumstances are the peacebuilding skills that 
you acquired from the Rotary programme? 
Recent graduates (comprising a third of all respondents) appear more likely than 
earlier cohorts of graduates to say that the peacebuilding skills gained as Rotary 
Fellows are ‘very important’  in their current employment circumstances.  However 
the slight variations that exist in these data are not statistically significant, implying 
that they may exist by chance. It is the broad similarity in the way in which each 
cohort values peace building skills acquired which is noteworthy. In short, Table 6.13 
shows that there is no statistically significant association between the period spent 
as a Peace Fellow and the appreciation of the mix of peacebuilding skills acquired in 
the programme. Overall, there is evidence in the data showing that the Rotary 
programme offers students peacebuilding they value in their current employment.    
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6.3.4 Peacebuilding abilities    
We have already seen that training professional peace builders involve imparting 
peacebuilding core attributes—namely a conceptual knowledge of peacebuilding, a 
mix of relevant skills, and the ability to marry theory and practice. Peace Fellows will 
need a range of peacebuilding abilities including the capacity to handle sensitive 
issues, to analyse the source of conflict, and to work effectively in stressful 
situations.  We have seen that there is no consensus about the core abilities that 
PACS programmes should equip students with and that RCISs do vary in what they 
teach students.  As a result, Peace Fellows attending the various Rotary Centres will 
acquire similar, but not identical peacebuilding abilities. The questionnaire asked 
respondents first, to rate the general or overall importance of peacebuilding abilities 
they acquired as Peace Fellows. Moreover, then, to rate the individual importance of 
15 specific abilities that range from a capacity to build networks with stakeholders to 
an ability to identify the root causes of conflict. 
Table 6:14 Overall rating of Peacebuilding Abilities 
Rating scales Frequency Percent (%) 
 
Not very important 14 4.6 
Not important 16 5.2 
Neither important nor unimportant 42 13.8 
Important 131 43.0 
Very important 102 33.4 
 N=305 100.0 
 Question: How important in your current employment circumstances are the peacebuilding abilities that 
you acquired from the Rotary programme?  
Table 6.15 records the importance respondents attached to the set of peacebuilding 
abilities acquired as Peace Fellows. Three-quarters (76.4%) thought these to be 
important or very important in their current employment.  Just one in eight (13.8%) 
former Peace Fellows were undecided, and an even smaller number (9.8%) thought 
the aspect of their training unimportant.  This pattern broadly mirrors what we have 
seen with the appreciation of peacebuilding knowledge and skills that respondents 
acquired as Peace Fellows. The broad, aggregate picture suggests that the 
programme is successfully equipping students with a mix of practical or useful 
peacebuilding abilities. 
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A more fine-grained analysis is possible. Peacebuilding involves a range of different 
kinds of abilities and former Peace Fellows may see some as more valuable and 
significant than others.  Accordingly, respondents were asked to rate the importance 
of 15 individual peacebuilding abilities in their current work circumstances.  A 
summary of their rankings of these individual abilities in order of their perceived 
importance is presented in Table 6.16. 
Table 6:15 Ratings of individual Peacebuilding Abilities Attributes 
Ability to 
 
Very 
Important   
Important   Neither 
important 
nor 
unimportant   
Not 
Important   
Not Very 
Important   
 (%) (%) (%) (%) (%) 
Deal with sensitive issues  60 30     8    1    1 
Handle pressure  58 32   7   2   1 
Build and manage networks  59 31   8   1   1 
Tolerate diversity  61 29   7   2   1 
Work in stressful 
environments  
55 34   8   2   1 
Be objective (free from bias) 53 34 11   1   1 
Handle emotional issues  53 31 12   3   1 
Identify root causes of 
conflict  
48 34 12   3   3 
Be impartial (not taking 
sides) 
47 33 14   4   2 
Handle negotiation 
processes 
38 31 20   6   5 
Handle mediation processes  34 32 23   8   3 
Source funding  33 29 18 13   7 
Identify spoilers in a conflict  28 30 27   9   6 
Manage disaster situations  23 32 22 16   7 
Identify hindrances to peace 19 30 27 11 13 
Question: Please rate each aspect of peacebuilding abilities according to its importance to your 
current employment circumstances. 
 
These data show that the top five or mostly appreciated abilities are sensitivity, 
handling pressure, building and managing networks, diversity and handling stress. 
Respondents thought these were all valuable in the work they are currently doing.  
But not all peacekeeping abilities were as highly regarded as others. Less than a 
quarter of respondents thought the capacity to manage disaster situations (23%) or 
to identify hindrances to peace (19%) to be highly important. Noticeably, some 
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respondents were undecided or equivocal about the value of particular aspects of 
their training. Table 6.16 shows that a quarter or more were undecided about the 
value of their training to handle mediation, source funding, identify spoilers in a 
conflict, and manage disaster situations or to determine hindrances to the peace.  
While the broad picture appears to be of a Rotary programme offering its graduates 
with a valued mix of peacebuilding abilities, it would seem that former Peace Fellows 
do value some individual peacebuilding abilities more highly than others.  This might 
suggest an area where the programme can be improved. 
6.3.4.1 Do PFs graduating from different RCISs differently rate the peacebuilding 
abilities acquired from the programme? 
The Rotary programme provides students with opportunities to develop and 
strengthen their capacity to apply their peacebuilding knowledge and skills in the 
workplace. We have seen that there is some variation in the value that respondents 
attach to the several the peacebuilding abilities that they acquired as Peace Fellows.  
Given that the curriculum does vary from one Rotary Centre to another, and that 
Peace Fellows may emerge with similar but not identical peacebuilding abilities, we 
need to ask whether the graduates of the several RCISs differently value the 
peacebuilding abilities that they acquired.  The success of the programme in 
imparting peacebuilding abilities to students is unlikely to be uniform across all 
RCISs. This may have implications for the RPF programme. 
Table 6:16 Ratings of Peacebuilding Abilities by RCIS attended 
Rating scales 
Rotary Centre 
Bradford California DNC ICU Sciences 
Po 
UQ USAL Total 
  (%) (%) (%) (%) (%) (%) (%) (%) 
 
Very important  34.0 18.2 25.9 33.3 29.4 41.9 38.2 33.4 
Important  48.9 50.0 46.3 38.6 23.5 45.9 35.3 43.0 
Neither important nor 
unimportant 
 
10.6 18.2 14.8 19.3 29.4 6.8 11.8 13.8 
Not important  4.3 9.1 7.4 3.5 11.8 1.4 8.8 5.2 
Not very important  2.1 4.5 5.6 5.3 5.9 4.1 5.9 4.6 
  N=47 N=22 N=54 N=57 N=17 N=74 N=34 N=305 
 2 (24) = 22.094,  = 0.574 
Question: How important in your current employment circumstances are the peacebuilding 
abilities that you acquired from the Rotary programme?  
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Data in Table 6.17 show no statistically significant difference in the way graduates of 
different RCIS rate the peacebuilding abilities they acquired during their Fellowship.  
Again the data are skewed which points to a widespread perception among 
respondents of the general importance of abilities imparted by the programme. This 
finding suggests that the Rotary programme delivers peacebuilding abilities that are 
highly valued in the workplace. All RCISs appear to be contributing to the success of 
the programme in equipping Peace Fellows with important abilities attributes. 
Overall, the data shows a high appreciation of the peacebuilding abilities offered by 
the Rotary programme across RCISs, an indication of how well the programme is 
doing.  
6.3.4.2  Does the RPF programme impart peacebuilding abilities uniformly across 
the country of origin?  
Rotary recruits Peace Fellows from different parts of the world and asks them to 
return to their countries of origin when they complete their studies. Consequently, 
Peace Fellows are likely to find themselves in very different geographical, economic, 
political and social environments upon completion of the programme. These 
differences may account for the variations in the values attached to peacebuilding 
abilities by students.  Some environments make it difficult for peace builders to 
demonstrate their abilities in the workplace. Others may facilitate the demonstration 
of one’s abilities in the workplace. With this in mind, does country of origin influence 
how Peace Fellows value the importance of the peacebuilding abilities offered by the 
programme?  
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Table 6:17  Ratings of Peacebuilding abilities by Country of Origin 
Rating scales  
Region 
North 
America 
& 
Canada 
Asia Europe Africa Australia 
& 
Oceania 
South 
America 
Middle 
East 
Total 
  (%) (%) (%) (%) (%) (%) (%) (%) 
 
Very important  32.7 29.9 43.3 28.6 39.3 37.1 22.2 33.4 
Important  42.9 49.4 43.3 39.3 28.6 45.7 33.3 43.0 
Neither important nor 
unimportant 
 
15.3 13.0 6.7 25.0 3.6 11.4 33.3 13.8 
Not important  3.1 2.6 6.7 3.6 17.9 5.7 11.1 5. 
Not very important  6.1 5.2 0.0 3.6 10.7 0.0 0.0 4.6 
  N=98 N=77 N=30 N=28 N=28 N=35 N=9 N=305 
 2 (24) = 30.795,  = 0.160 
Question: How important in your current employment circumstances are the peacebuilding abilities that 
you acquired from the Rotary programme?  
Table 6.18 indicates how respondents from different regions valued the 
peacebuilding abilities gained as Peace Fellows. The data are skewed towards 
importance, suggesting a high level of appreciation of the peacebuilding abilities 
offered by the programme.  There are no significant differences to suggest that the 
region from which they come influences how Peace Fellows value the importance of 
the abilities competencies the programme imparts.  By this measure, the Rotary 
programme is doing well in providing valuable and relevant peacebuilding abilities to 
students regardless of their country of origin.  
6.3.4.3 Does gender influence how Peace Fellows appreciate the importance of 
abilities acquired from the Rotary programme? 
Gender is widely argued to be a pertinent issue in the professional lives of men and 
women.  Many peacebuilding activities take place in war and conflict zones or in 
other environments where employers may be reluctant to send women in the 
consolidation of peace roles. There may also be areas of peacebuilding where 
employers will prefer to recruit women.  If this is true, then it is possible that male 
and female Peace Fellows will find themselves engaged in forms of work requiring 
rather different peacebuilding abilities upon graduation. It could be the case even 
although the Rotary programme is designed to give men and women an equal 
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opportunity to acquire and develop their peacebuilding competencies. This invites 
the question of whether men and women differently value the peacebuilding abilities 
gained as Peace Fellows. 
Table 6:18 Ratings of Peacebuilding Abilities by Gender 
Rating scales  
Gender 
Female 
(%) 
Male 
(%) 
Total 
(%) 
 
Very important  34.3 32.3 33.4 
Important  44.2 41.1 43.0 
Neither important nor unimportant  12.2 16.1 13.8 
Not important  3.9 7.3 5.2 
Not very important  5.5 3.2 4.6 
  N=181 N=124 N=305 
 2 (4) = 3.553,  = 0.470 
Question: How important in your current employment circumstances are the peacebuilding abilities that 
you acquired from the Rotary programme?  
In fact, the data in Table 6.19 show similar and almost identical patterns in the way 
female and male respondents valued the importance of acquired peacebuilding 
abilities in their current employment circumstances.  Men and women alike perceive 
that the abilities competencies imparted by the Rotary programme as both significant 
and relevant to their current employment circumstances.  By this measure, the 
programme is doing well in providing both men and women with valuable and 
pertinent peacebuilding abilities, which enable them to work as peacebuilding and 
change agents.  
6.3.4.4 Do graduates at various points in time value peacebuilding abilities 
differently?  
While we have seen that there is no statistically significant relationship between 
when Peace Fellows graduate and the importance they attach to either the 
peacebuilding knowledge or skills acquired via the programme, we do know that the 
Rotary programme has evolved and matured since its inception in 2002.  As a 
consequence, it is possible that over time graduates from the programme have 
emerged with different peacebuilding abilities. Moreover Peace Fellows graduate in 
varying economic, political and social and circumstances. Also, this may have a 
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bearing on the extent to which Peace Fellows value the importance of the 
peacebuilding abilities with which the programme has equipped them.  
Table 6.20 Ratings of Peacebuilding Abilities by Graduate Cohort 
 Graduate Cohorts 
2004-06 
(%) 
2007-09 
(%) 
2010-12 
(%) 
Total 
(%) 
 
Very important  31.1 34.6 33.7 33.4 
Important  51.4 40.0 40.6 43.0 
Neither important nor 
unimportant 
 
9.5 14.6 15.8 13.8 
Not important  2.7 5.4 6.9 5.2 
Not very important  5.4 5.4 3.0 4.6 
  N=74 N=130 N=101 N=305 
 2 (8) = 5.496,  = 0.703 
Question: How important in your current employment circumstances are the peacebuilding abilities that 
you acquired from the Rotary programme?  
Table 6.20 shows how graduating Peace Fellows from different years rated the 
peacebuilding abilities obtained. There is no statistically significant variation in the 
ways in which respondents graduating at various points in time value the 
peacebuilding abilities they developed as Peace Fellows. Table 6.20 demonstrates 
that successive cohorts of graduates continue to attach a high level of importance to 
the value of peacebuilding abilities offered by the programme. 
6.3.5 “The course should have been more vocational.” 
A distinctive feature of the Likert-scaled data displayed in the various Tables in this 
chapter is that it is heavily skewed.  Respondents mostly agree or strongly agree that 
the Rotary programme equipped them with a valuable knowledge of peacebuilding, 
allowed them to develop valuable peacebuilding skills, and enabled them to acquire 
valuable peacebuilding abilities, all of which are helpful in their workplaces.  
However, there are a small number of former Peace Fellows who have a different 
view when it comes to the role of the programme in enhancing the acquisition and 
development of the peacebuilding core attributes.  The interview data collected allow 
an exploration of some of their concerns. 
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Several interviewees commented in ways that suggest the Rotary programme was 
not as helpful as they expected. 
Interviewee 13: I did not necessarily gain any more competencies. I believe 
that the best thing I acquired was an MA title after my name, and that made 
me more employable (over other candidates).   
 Interviewee 18: The course should have been vocational and less theoretical. 
I went to the field and have not been able to use anything I learnt about 
theory. I already was a qualified barrister, so I returned to my work, but I do 
not think the course was an excellent springboard into fieldwork as it was not 
practical at all. It would have been good to have a module about the law of 
international organisations, e.g. the UN.how the bodies work and interrelate? 
What the various mandates are? Moreover, IR relations between the rich 
north countries and developing countries. This is highly significant in conflict 
situations in the field and motivations in peacebuilding processes. The course 
aimed at mid-career professionals, but I thought the level was too low in 
academic and practical terms.  
 Interviewee 16: Rotary International and the Rotarians tend to focus on the 
fellows only who are working for international organisations such as UN and 
UN-related organisations after completing the programme. However, I trust 
many fellows are doing their best in various fields, and such fellows also 
should be praised. At the same time, l imagine that we have some periods of 
life needed to spend for our own, e.g. for taking care of family members, 
raising children, and so forth. Moreover, unable to work in developing 
countries or conflict areas, like the place where we wish to work. However, it 
does not mean that we gave up. I wish Rotary and the Rotarians look at us in 
long span and see how we live and how we carry the mission through our life.   
Because of the way they are selected, and because of the particular criteria Rotary 
apply in awarding scholarships, many Peace Fellows come into the programme with 
considerable work experience and high expectations. It is understandable that they 
expect the programme to give them the balance between theoretical understandings 
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of peacebuilding and their practical experiences. The reality, however, depends on 
the richness of the interrelationship between the two. For instance, some Peace 
Fellows may take the programme as a theoretical reflection on their practical 
experience. They need the time and space to develop practical peacebuilding 
strategies.  
Some former Peace Fellows were unhappy with programmes offered by particular 
Rotary Centres for International Studies. This study is not directed at identifying the 
weaknesses of programmes provided by individual Centres. However, some of the 
concerns disgruntled interviewees raised do warrant mention. 
Interviewee 21: I was very disappointed with the studies on the programme in 
international development at Duke. The programme as such did not have a clear 
focus. Not receiving concrete, hands-on skills that would be marketable in the job 
market. The limited pragmatic focus of courses - more "talk about" than "learning 
how to do". On average poor professors; terrible career services; not a recognised 
degree in the job market. Accepting the scholarship was the worst career decision of 
my life.  
Interviewee 25: My personal and academic experience at Sciences-Po was 
overwhelmingly negative due to the Class II course-load, limited support from 
Rotary and unrealistic expectations placed on the scholars.  Upon graduating, 
I could not even get an internship in my field, never mind a paid position.  I 
ended up working outside of my area of academic concentration. I will be 
forever grateful for the generosity of individual Rotarian, but, unfortunately, my 
programme in Paris was not fulfilling in the ways I had hoped. 
 Interviewee 26: There is a significant difference between the USAL 
programme and the others given its location in a "developing" country. The 
same criteria can not judge it in terms of resources and opportunities. I 
believe Rotary should be doing more to strengthen the USAL programme with 
resources, and so forth, because it is extremely necessary to have Rotary 
World Peace Centres in developing countries. 
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Interviewee 14: I was not happy with the University of California programme.  
First, it admitted Peace Fellows who did not meet university entry 
requirements; they struggled, which was very tough on them and did not 
reflect well on the programme overall. Second, because the fellowship applies 
to such a broad range of study, Peace Fellows had very different academic 
and professional interests. For example, one person was interested in 
economic development, someone else was interested in grassroots 
peacebuilding; someone else was interested in international diplomacy.  While 
I valued this diversity, the lack of common ground makes it very difficult to 
design core academic programmes for the fellows that are relevant to 
everyone. Moreover, it is less likely that fellows will make close connections 
with each other while on the programme and less likely to stay in contact 
afterwards.  In other words, the networking benefit of the fellowship is diluted. 
Interviewees who raised concerns about particular RCIS programmes did suggest 
the need to improve them. The areas of potential improvement they identified include 
providing more resources, linking students to employment opportunities, and 
providing a greater diversity of programme options. Several interviewees were 
specifically concerned with the blend of theory and practice.   
6.4 Applied Field Experience as an opportunity to put theory into practice  
Common to each of the RCIS to which Rotary entrusts the training of peace builders, 
the RPF programme has an Applied Field Experience (AFE) component that is 
analogous with an internship. (For an extended discussion of the place of AFE in the 
programme seeon page 120). Rotary provides funding to students for up to three 
months to allow them to undertake an AFE away from campus.  This feature of the 
RPF programme is intended to enable students to rehearse and refine the 
peacebuilding attributes acquired in the classroom in the field. Simply put, AFE is a 
design feature of the Rotary programme that recognises that students need more 
than just a classroom textbook knowledge. 
The AFE component is an essential part of the Rotary programme because it 
provides Peace Fellows with an experiential learning opportunity. The AFE is not 
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only an opportunity to marry theory and practice (although this is its primary 
purpose). It can be used to make professional connections and to develop on-going 
relationships with hosting organisations that might later assist in finding, or lead to, 
employment. Given that so many graduate students pursue non-academic careers, 
this is not surprising (Bloom, 2009).  Former Peace Fellows evidently do expect the 
AFE component of the Rotary programme to provide a strong grounding for their 
subsequent engagement in peacebuilding. Indeed, AFE can enhance opportunities 
for employment upon graduation; positively influence Peace Fellows’ capacities for 
conducting and applying research, and eventually improve their capacities to 
influence broader societal processes. All these are important facets of peacebuilding 
work.  
The purpose of AFE is to ensure that Peace Fellows exit the programme with the 
capacity to apply the relevant theories and skills in the workplace – the ability to 
marry peacebuilding theory and practice. To better understand AFE, I examined the 
extent to which former Peace Fellows received differential opportunities to apply 
practically the knowledge, skills and abilities they had acquired in the classroom.45 
6.4.1 “AFE is very beneficial to Peace Fellows.” 
Some former Peace Fellows whom I interviewed expressed a high level of 
satisfaction with their AFEs. Interviewee 9 went to Sri Lanka for AFE and said the 
following about it. “AFE helped me to discover the differences and similarities 
between theory and practice. Through AFE, I managed to apply what I learned 
practically. Moreover, AFE helped me to connect the practical to the theoretical.”  
Interviewee 24 went to NATO headquarters in Brussels and said of his AFE: “It was 
a very eye-opening experience for me. I went to NATO headquarters in Brussels .... I 
                                            
45 This is a somewhat unorthodox approach. A review of training research reveals that most 
investigations of training success measure the amount of learning that occurs at the end of the 
training rather the ability of students to marry theory and practice Cheng EWL and Hampson I. (2008) 
Transfer of training: a review and new insights. International journal of management reviews 10: 327-
341, Blume BD, Ford JK, Baldwin TT, et al. (2010) Transfer of training: a meta-analytic review. 
Journal of management 36: 1065-1105, Baldwin TT. (1988) Transfer of Training: A Review and 
Directions for Future Research. Personnel Psychology 41: 63-105..   
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could not have chosen a better place to be.” As a result of the successful AFE with 
NATO Interviewee, 24 worked briefly in Afghanistan under the auspices of NATO 
soon after his fellowship. He told me that “I met some people in Kabul whom I 
worked with in Brussels during my AFE”.  
Interviewee 27 also expressed satisfaction with his AFE:    
I would say I had a very kind of powerful AFE experience. My AFE was in 
Hebron, West Bank for a month in a region where I worked with Palestinian 
activists who were trying to organise an NGO that would bring together 
Palestinian and Japanese youths. In a sense, they were attempting to create 
an NGO. I helped establish a website for the NGO. For me it was an 
incredible experience. Personally, I valued that opportunity.  
Another former Peace Fellow expected AFE to enhance her career and professional 
development, as well as to rehearse the broad range of peacebuilding KSAs she 
acquired during her training. Interviewee 15 said: “AFE is very beneficial to Peace 
Fellows. It enhanced my career and professional development. It gave me the 
practical edge on my CV, which is one the important things that employers look for.” 
When asked about the appropriateness of her AFE, she said her main focus was to 
look “at the link between poverty and conflict through the provision of housing.” She 
had chosen to do her AFE at Habitat for Humanity where she had learned that “when 
people are provided with basic needs such as affordable housing, chances are 
reduced that they will involve themselves in violent conflict.”  
For these graduates of the Rotary programme, AFE was a valuable experience and 
an opportunity to both put theory into practice and establish networks. They 
demonstrate the value of AFE for personal and professional development to 
students. However, caution is necessary for generalising to other students. AFEs 
differ in structure, content and duration. The impact of or benefit from AFE is a 
matter of judgement than measurement. Some former Peace Fellows expressed 
pessimism on their AFEs.    
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6.4.2 “If the programme is going to be effective…” 
The very structure of the Rotary programme restricts the opportunities available to 
Peace Fellows to acquire experience in high-conflict zones. Rotary does not fund 
AFE in areas that are on their travel alert list. Interviewee 2 said he had been unable 
to complete an AFE as he had planned:  “I wanted to go Israel but could not get a 
visa because of political reasons.” We know that travellers often have restricted 
access to the troubled political environments such as the Middle East thereby 
affecting Peace Fellows planning their AFEs in similar regions. There are legal 
constraints on Rotary’s partner universities from allowing the student to enter conflict 
areas.   
Although his initial frustration at being unable to pursue the AFE he had intended left 
a sour note, Interviewee 2 eventually had a successful AFE. “I eventually went to the 
African Centre for the Constructive Resolution of Disputes”. ACCORD uses “African 
ways to mitigate conflicts in Africa. They offer training in peacekeeping, conflict 
resolution, mediation and research work.” He said this AFE was practical. “I went for 
peacekeeping training with the South African Defence Forces. The training in 
mediation was useful for me in matching theory and practice.” Interviewee 2 
subsequently found a role working with the Council of Churches in Uganda doing 
mainly mediation work.   
Some former Peace Fellows believed that they did not benefit from their AFEs. 
Witness the following interview extracts: 
Interviewee 23: My AFE experience was at the UN headquarters in New York. 
I worked on the Iraq desk, as I was interested in the on-going political crisis 
where an international organisation intervened. Today when I look at it, and if 
I could do it again, I would prefer to go into Iraq rather than the UN 
headquarters. You then get to see the work on the ground in terms of post-
conflict reconstruction. This may include countries like Liberia, Sierra Leone 
and others where you meet people in the conflict zones and talk to them 
rather than reading newspapers and writing minutes. I was asked to write a 
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discussion paper, and I guess they had no interest in it but just to make sure 
that you have something to do. 
 Interviewee 6: If this programme is going to be effective in training people in 
conflict resolution, it is critical that students be systematically offered 
opportunities to study at least half of their experiences in a conflict country. 
The Rotary Foundation needs to open centres in the developing or conflicted 
the world.  
 Interviewee 12: I would prefer to be in a UN agency in a conflict zone, but 
again Rotary was too strict or conservative and does not want to fund AFEs in 
conflict areas. I find it difficult to be taught PACS studies and not allowed to go 
into conflict zones. However, I understand where they are coming from in 
terms of insurers and managing safety and risks. 
Interviewee 8: The only challenge I had [with my AFE] was that the period of 
the internship programme is close to the festive season. Hence, it turns out to 
be very short, leaving less time to soak in as much knowledge/skills and also 
to contribute much.  
We have seen that the benefits of doing AFE depend upon students having an 
opportunity to marry theory with practice.  My interview data offer mixed views of the 
AFE. Many interviewees reported that their AFE had given them an important 
opportunity. They regarded it as a valuable part of their training because it did 
provide an opportunity to test the peacebuilding KSAs they had acquired in practice.  
Others interviewees reported that the AFE component of their programme had not 
allowed them to rehearse what they learned in the classroom in the field.  Some of 
their complaints flag understandable factors that affect the AFE component of the 
Rotary programme. These include travel restrictions to certain parts of the world, 
timing issues, and in some cases the nature of work. However, a persistent 
complaint is that the AFE had not added a suitable practical dimension to the 
knowledge of peacebuilding acquired in the classroom. What are we to make of this 
mixed evidence? 
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6.4.3 The value of AFE  
The interview findings that record mixed views on whether AFEs enhance 
opportunities for Peace Fellows to put theory into practice do not allow the drawing 
of inferences about the wider population. To determine whether or not  Peace 
Fellows generally considered that the AFE component of their programme had 
provided an opportunity to link theory and practice, we must turn to data generated 
from the questionnaire distributed to all former Peace Fellows. It included the 
following item: “Do you agree or disagree with the following statement: ‘My Applied 
Field Experience did not give me an opportunity to link theory and practice’”. 
Respondents were asked to respond using a  5-point Likert scale. These data are 
described in Table 6.19. 
Table 6:19 Ratings of Applied Field Experience  
Rating scales  Frequency Percent (%) 
 
Strongly agree 10 3.4 
Agree 30 9.8 
Neither agree nor disagree 66 21.6 
Disagree 112 36.7 
Strongly disagree 87 28.5 
 N=305 100.0 
Question: Do you agree or disagree with the following statement: "My Applied Field Experience did not 
give me an opportunity to link theory and practice." 
The data are highly skewed, indicating that the majority of former Peace Fellows felt 
that their AFE had provided an opportunity to link theory and practice. Two-thirds 
(65.2%) of respondents viewed their AFE positively.  However one-in-five 
respondents (21.6%) were equivocal and another (13.2%) considered that the AFE 
component had not provided them with a fieldwork opportunity in which they could 
apply their theoretical knowledge. Overall, one-third (34.8%) of former Peace 
Fellows were equivocal or doubted the value of their AFE.  
6.4.3.1 Does RCISs attended by Peace Fellows influence the value of their AFEs?  
We have seen that there are variations in the responses of former Peace Fellows 
about the value of their AFE. Many were happy with their AFE but a noticeable 
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minority were not. Could these differences stem from different ways in which RCIS 
arrange the AFE? 
Table 6:20 Ratings of Applied Field Experience by RCIS 
Rating scales  
Rotary Centre 
Bradford California DNC ICU Sciences 
Po 
UQ USAL Total 
  (%) (%) (%) (%) (%) (%) (%) (%) 
 
Strongly disagree  34.0 22.7 27.8 26.3 41.2 21.6 38.2 28.5 
Disagree  21.3 40.9 44.4 36.8 41.2 44.6 23.5 36.7 
Neither agree nor 
disagree 
 
23.4 27.3 14.8 21.1 11.8 27.0 20.6 21.6 
Agree  17.0 9.1 11.1 5.3 5.9 5.4 17.6 9.8 
Strongly agree  4.3 0.0 1.9 10.5 0.0 1.4 0.0 3.3 
  N=47 N=22 N=54 N=57 N=17 N=74 N=34 N=305 
 2 (24) = 34.981,  = 0.069 
Question: Do you agree or disagree with the following statement: "My Applied Field Experience did not 
give me an opportunity to link theory and practice." 
Table 6.20 records how Peace Fellows graduating from different RCIS rated their 
AFE. It shows that graduates from the various Centres display a similar pattern of 
response. There are some minor variations.  For example, at first glance graduates 
of UQ (27.0%) and California (27.3%) are more likely to be ambivalent about their 
AFE.   Peace Fellows from Bradford (21.30%) and USAL (17.6%) are more likely to 
agree that their AFE had not given them an opportunity to link theory and practice 
than respondents from other centres. However, these slight differences in the data 
are not statistically significant.  The broad conclusion to be drawn is that the 
particular RCIS that Peace Fellows attended is unrelated to whether or not they 
found their AFE valuable. 
Each year, Rotary recruits a diverse group of Peace Fellows into the programme. Is 
it the case that where they originate from positively or negatively affects their AFE? 
Table 6.22 presents a summary of the level of AFE satisfaction of former Peace 
Fellows from various regions.  
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Table 6:21 Ratings of Applied Field Experience by Region of Origin 
Rating scales  
Region  
North 
America 
& 
Canada 
Asia Europe Africa Australia 
& 
Oceania 
South 
America 
Middle 
East 
Total 
  (%) (%) (%) (%) (%) (%) (%) (%) 
 
Strongly disagree  26.5 27.3 36.7 42.9 32.1 22.9 0.0 28.5 
Disagree  38.8 37.7 40.0 25.0 32.1 40.0 33.3 36.7 
Neither agree nor 
disagree 
 
18.4 18.2 13.3 25.0 28.6 28.6 55.6 21.6 
Agree  10.2 16.9 6.7 0.0 7.1 8.6 0.0 9.8 
Strongly agree  6.1 0.0 3.3 7.1 0.0 0.0 11.1 3.3 
  N=98 N=77 N=30 N=28 N=28 N=35 N=9 N=305 
 2 (24) = 33.183,  = 0.088 
Question: Do you agree or disagree with the following statement: "My Applied Field Experience did not 
give me an opportunity to link theory and practice." 
There are too few respondents from the Middle East to allow a meaningful inference 
to be drawn in this instance. Peace Fellows from Africa are better represented and 
do appear to be more supportive of the AFE with 42.9% strongly agreeing that it had 
allowed them to add practical experience to their classroom learning. A somewhat 
larger proportion of respondents from Europe (76.7%) agree that their AFE had been 
valuable. However, again any differences shown Table 6.21 are not statistically 
significant, implying that country of origin and AFE are independent of each other. 
The reservations expressed by some former Peace Fellows about their AFE are 
unrelated to the region from which they come.  Peace Fellows from anywhere in the 
world have an equal opportunity of getting an appropriate AFE experience.  
New cohorts enter the Rotary programme every year. Respondents undertook their 
AFE at different points in time.  It is possible that the timing of their AFE may be a 
factor in their perception of its value. We can test this by asking whether when 
students graduated has any association with their evaluation of the AFE. 
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Table 6:22 Rating of Applied Field Experience by Graduation Cohort 
Rating scales Year 
 2004-06 2007-09 2010-12 Total 
(%) (%) (%) (%) 
 
Strongly disagree  23.0 30.0 30.7 28.5 
Disagree  35.1 40.8 32.7 36.7 
Neither agree nor disagree  25.7 16.2 25.7 21.6 
Agree  10.8 9.2 9.9 9.8 
Strongly agree  5.4 3.8 1.0 3.3 
  N=74 N=130 N=101 N=305 
 2 (8) = 8.180,  = 0.416 
Question: Do you agree or disagree with the following statement: "My Applied Field Experience did not 
give me an opportunity to link theory and practice." 
Table 6.22 shows that there is a high level of satisfaction with AFE among all the 
three graduate cohorts. The first cohort of graduates (comprising students during the 
programmes’ earliest and still developing stage) appear marginally less likely to 
‘strongly’ agree that their AFE had been an opportunity to link theory and practice as 
intended.  However, any observable differences ae not statistically significant. The 
period when students undertake their AFE has no influence upon whether or not they 
valued it as an important experiential opportunity. 
Table 6:23 Rating of AFE by Gender 
Rating scales 
Gender  
Female 
(%) 
Male 
(%) 
Total 
(%) 
 
Strongly agree  4.4 1.6 3.3 
Agree  10.5 8.9 9.8 
Neither agree nor disagree  18.2 26.6 21.6 
Disagree  40.3 31.5 36.7 
Strongly disagree  26.5 31.5 28.5 
  N=181 N=124 N=305 
 2 (4) = 6.563,  = 0.161 
Question: Do you agree or disagree with the following statement: “My Applied Field Experience did not 
give me an opportunity to put theory into practice.” 
 
Given that gender in other contexts has been identified as an important variable, I 
also investigated if there any differences in how male and female respondents 
valued the AFE component of their training. Table 6.23 shows that similar 
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proportions of male (66.8%) and female (63.0%) former Peace Fellows valued their 
AFE as having offered an opportunity to put theory into practice. One-in-five female 
(18.2%) compared to one-in-four male (26.6%) respondents were equivocal about 
their AFEs.  Neither of these differences is statistically significant, leaving the 
conclusion that the sex of former Peace Fellows is unrelated to their satisfaction with 
the AFE element of their programme. 
It is true that some former Peace Fellows report varied experiences with, and some 
are doubtful about the contribution that their AFE made to equipping them as peace 
builders. However, the broad picture to emerge from the data reported here is that 
the AFE component of the programme that is designed to bridge classroom learning 
and peacebuilding practice beyond the ivory tower is serving its purpose. The 
majority of respondents (65.2%) agreed or strongly disagreed that the AFE had not 
provided a valuable opportunity to connect theory and practice. There is no evidence 
to suggest that subgroups defined by student cohort, the RCIS attended, region or 
origin or gender have a different fieldwork experience.  
6.5 Networking  
In some cases, interviewees with reservations about their AFE had expectations that 
it would enable them to build networks beyond the classroom. Indeed, some had 
established and maintained on-going relationships with hosting organisations, 
showing how AFE can provide a strong grounding for on-going engagement and 
potential employment. I do not suggest that AFE success leads to offers by hosting 
organisations, but only emphasising the importance of the benefits brought about by 
a successful AFE.   In fact, the AFE is but one element of the Rotary programme 
which enables Peace Fellows to build and manage networks with each other and 
with stakeholders in the peacebuilding field.   
Networks exist to bring people together and work towards a common goal, in this 
case working towards the consolidation of peace. Moreover, the notion of networking 
stresses linkages and exchange of information amongst people working towards a 
common cause.   Rotary provides several networking opportunities to Peace Fellows 
to facilitate cooperation and linkages during and after the fellowship. For example, 
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Peace Fellows are asked to establish close links with Rotary clubs. Following their 
graduation, Rotary uses the Facebook, emailed newsletters such as Peace Net and 
the Peace and Collaborative Development Network (PCDN)46 pages to disseminate 
useful information to its alumni and to link them with current cohorts of Peace 
Fellows. It organises and funds the Rotary World Peace Symposium which is a bi-
annual conference for existing and former Peace Fellows in which they can network 
and showcase their work. All of these measures establishing that an important long-
term goal of the Rotary programme is to build and sustain networks amongst peace 
builders.  
The questionnaire distributed to former Peace Fellows asked about the utility of 
networking arrangements such as Rotary’s Facebook page and ongoing Peace and 
Collaborative Development Network.  Table 6.24 demonstrates that more than half of 
former Peace Fellows (56.1%) are ambivalent about the value Rotary’s efforts to 
engage and link them. A further quarter (24.2%) thought Rotary initiatives such as 
the Peace and Collaborative Development Network not useful.  The clear conclusion 
to be drawn is that former Peace Fellows are not utilising these networks as much as 
Rotary anticipates. 
Table 6:24  Ratings of Rotary’s networking arrangements on Facebook and 
PCDN    
 Frequency Percent (%) 
 
Not very useful 19 6.2 
Not useful 55 18.0 
Neither useful nor unuseful 171 56.1 
Useful 37 12.1 
Very useful 23 7.5 
 N=305 100.0 
 Question: Did you find the Rotary networking arrangements such as the page on Facebook and the 
Peace and Collaborative Development Network useful? 
 
                                            
46 The PCDN is a leading global portal connecting over 29,800 individuals and organizations engaged 
in peacebuilding and collaborative development. http://www.internationalpeaceandconflict.org/. 
Accessed on 30 June 2014. 
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Several interviewees did allude to the lack of strong networks during and after the 
programme. Interview 14 thought the diversity of interests and backgrounds reduced 
the prospects of Peace Fellows making “close connections with each other while on 
the programme”.  Interviewee 11 noted the importance of ensuring that “people who 
go through the programme can continue to connect with each other across the 
world.” He views networking as playing a huge role in pulling together an eclectic 
and nascent but expanding field of peacebuilding. When I asked why networking 
amongst former Peace Fellows was useful, he answered: “So that we can share 
experiences, identify similar interests and help each other in terms of ensuring that 
we continue to work on these opportunities, and so forth. We can do that by building 
strong social networks and using technology in our favour.” 
Not all former Peace Fellows appear to be aware of or to be using available Rotary 
networks. Interview 8 said, “I am not sure what you mean by the Peace Net, and 
what is the symposium—is that the biannual one?” In fact, Rotary’s Peace Net 
newsletter and bi-annual World Peace Symposium are critical elements of its efforts 
to network graduates from the RPF programme. The respondent complained about 
the many networking activities that Peace Fellows are required to carry out. He said: 
“some of these things I like doing. However, I was expected to do too much and don't 
want to send the message that I like doing stuff like going to speak at clubs so much 
that I want that to be increased.”  
Inferences about the wider population of former Peace Fellows cannot be drawn 
from the views of a few individual interviewees. However, the finding that just one-in-
five respondents (19.6%) consider that the networking arrangements Rotary has put 
in place are important suggests that this is an aspect of the programme that warrants 
attention.  The next chapter looks specifically at how Peace Fellows find employment 
following graduation and offers findings that underscore this conclusion. 
6.6 Conclusion  
Overall, the evidence reviewed here shows that there is a considerable agreement 
amongst former Peace Fellows regarding the value of acquired KSAs.  That is most 
of them highly valued the peacebuilding knowledge, skills and abilities acquired as 
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Peace Fellows in their current employment circumstances.  Rotary recruits Peace 
Fellows from diverse backgrounds. However, the programme appears to provide an 
equally sound training to those from different countries of origin and women and men 
alike. Despite some of early teething problems which saw Rotary withdraw from 
partnerships (as in the case of Sciences Po), there is no evidence to suggest that 
there is any significant difference in the quality of the training provided to the different 
graduate cohorts, or the education provided by various RCIS. Irrespective of when or 
where they graduated respondents report a high level of satisfaction with the KSAs 
acquired as Peace Fellows. 
Within the Rotary programme, the AFE carries a particular responsibility for 
equipping students with a practical as well as a theoretical appreciation of 
peacebuilding. The evidence reviewed here does suggest the value of AFE, which 
most respondents believe, did enable them to put theory into practice and grow 
personally and professionally. For some Peace Fellows AFE was an opportunity to 
build networks that remained useful even after the graduation. However, a minority 
of Peace Fellows did find their AFE lacking. Not all graduates reported felt that they 
had had an opportunity to add practical peacebuilding lessons to their classroom 
learning.  The issues surrounding the value of work placements are complex.  
We have seen that Peace Fellows cannot go into conflict zones for AFE, even if 
those situations are inclined to provide ideal situations for the learning individual. I 
have relied upon a single ‘snapshot’ of former Peace Fellows and their self-
assessments. We have no measures of Fellows’ KSA levels prior to and after their 
AFE. We have no measures of motivation, readiness to learn or of the specific 
experiences that Peace Fellows on AFEs gained in different work settings. Within 
this context, I cautiously conclude that AFE does make a significant contribution to 
the training of peace builders by Rotary.  
Overall the Rotary Peace Fellowship programme appears to be providing its 
graduates with a mix of peacebuilding knowledge, skills and abilities that they mostly 
value and find relevant in their current employment.  If there is a weak point in the 
programme, it lies in the efforts of Rotary to link together and support the Peace 
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Fellows after they have graduated. It is to the experience of Peace Fellows following 
their graduation from the programme that we next turn.
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Chapter 7:  Employment Circumstances of former Peace 
Fellows  
7.1 Introduction  
This chapter is the second of two chapters that present findings of an investigation of 
Rotary’s success in training Peace Fellows as peace builders. We have seen that 
the Rotary Peace Fellowship (RPF) programme sets out to train Peace Fellows in 
the expectation that they will after that work as peace builders. However, we know 
that there is neither agreed professional accreditation nor a clear professional 
trajectory process for peace builders. It is not the case with established professions 
such as law and medicine. Law graduates undertake articles as a further step toward 
towards securing professional employment just as trainee doctors complete 
internships, working in hospitals. Peacebuilding is different. There is no simple 
pathway to a peacebuilding career. Nor is there a professional body to accredit or 
monitor the training and professional conduct of peace builders. This invites the 
question whether, as the success of the RPF programme presumes, Peace Fellows 
are easily able to make the transition from studying to practising peacebuilding.  
Rotary’s desire for its programme is that, upon completion of the fellowship; Peace 
Fellows return to the workplace as peace builders. However, the success of the RPF 
programme heavily depends upon its graduates finding suitable employment – work 
in which they can apply their acquired peacebuilding knowledge, skills and abilities 
(KSAs). Rotary imagines that employed as professional peace builders, Peace 
Fellows will become “change agents”. It declares “Our graduates are our Army, our 
Peace Fellows, our Peace Builders, our Change Agents and we have prepared them 
to make truly a difference in the world through our Peace Centres.” (Thomson and 
Sharma, 2012). Moreover, Rotary postulates that, in the post-fellowship period, 
Peace Fellows will occupy significant and influential positions where they will act as 
“change agents.” To be genuinely effective “change agents”, Peace Fellows need 
not only to find work where they can apply their peacebuilding competencies, but to 
secure relatively senior positions and leadership roles where they can influence the 
policy of the organisations in which they work. This invites a further question about 
kinds of employment graduates of the RPF programme have been able to secure. 
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The RPF programme can only be judged fully successful if its graduates occupy 
organisational positions where they have the opportunity to entrench peacebuilding 
policies and practices.  
To further its vision of its RCISs combining to produce an army of professional peace 
builders able to make truly a difference, Rotary carefully recruits Peace Fellows, who 
have already shown leadership potential in their field. It encourages them, upon 
graduation, to return to their country of origin, either to their previous employment or 
a similar position. It discourages Peace Fellows from undertaking further post-
graduate studies (such as a Ph.D.). Indeed the Rotary Peace Centres Guide for 
Rotarians states that the fellowship “may not be used for Ph.D. study, even if it is 
possible to complete such a degree at a Rotary Peace Center University within the 
fellowship period. Applicants who have completed previous graduate study and 
wished to pursue a Ph.D. are not suitable fellowship candidates.” (Foundation, 
2014).  
As we have seen, Rotary also offers an oversight of Peace Fellows upon graduation. 
It provides networking opportunities to keep them connected, both to each other and 
to Rotary itself. Peace Fellows are encouraged to talk to Rotary clubs and to interact 
with Rotarians. At its headquarters in Evanston, Rotary International employs a 
RPFs coordinator, maintains a database of contact details of past and current Peace 
Fellows, and prepares and distributes the newsletter Peace Net (now called Peace in 
Action). Rotary encourages its “army of peace builders” to use social media to 
network and share project ideas related to the consolidation of peace. This 
substantial attempt to support and link former Peace Fellows includes funding for a 
bi-annual Rotary World Peace Conference (RWPC) which is an opportunity for 
former Peace Fellows to exchange ideas and explore solutions with leaders and 
experts in conflict prevention and resolution.  
For all the effort that Rotary invests in transforming the graduates of its RPF 
programme into an army of peace builders, relatively few (as we have seen in 
Chapter 6) appear to make use of Rotary networks. This may be because of the type 
of networks that Rotary, by its very nature, can offer Peace Fellows. They are 
Rotary-centric. Moreover, they mostly go in the direction of business and 
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government organisations rather than toward NGOs engaged in peacebuilding with 
whom the programme’s alumni are likely to seek work. This invites yet a further 
question of whether or not the particular forms of support that Rotary offers Peace 
Fellows after their graduation is well-suited for ensuring that they become the 
“change agents” for peace as it intends. Noticeably, Rotary does not actively assist 
Peace Fellows find suitable employment after they have graduated.  
In many cases, the Rotary model does appear to be operating as is intended. A 
number of former Peace Fellows, whom I interviewed, seem to be making a 
difference as peace builders in their new roles, and within the organisations that 
employ them. These three interview extracts are illustrative. 
Interviewee 11: Currently I am working with AFCS – The American Friends 
Committee Services, a Quakers organisation. I chair the international 
committee that selects a nomination each year. This is my second year on the 
committee, and it is an extreme honour for me to get to do that work, and it's 
delightful I get to meet and learn about a lot of fascinating people who are 
doing peace work in the world. I think I was considered for that role simply 
because I was a Rotary Peace Fellow. This is a significant thing and 
achievement in my life.  
Interviewee 12: I was appointed a delegate for the US to the UN General 
Assembly ad hoc committee on peace operations. The goal was to negotiate 
on behalf US. Each year this committee, the C-34 with a 117 members meets 
in New York to draft a document that instructs the UN Secretariat what its 
priorities should be regarding certain thematic issues regarding 
peacekeeping, protecting civilians, gender, protecting sexual 
exploitation/abuse of police. 
Interviewee 23: I worked as policy and programme officer in the East Asia 
regional branch or section upon graduation. My job was in dealing with 
regional organisations in the South East Asia region and my everyday job was 
pretty much to fund, select activities that either came through from other 
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government departments that wanted to do capacity development in 
partnership with AusAid.  
My experience as alumni of the Rotary programme suggests efficacy as a 
peacebuilder increases the more one is settled in a job. Clearly the success of the 
Rotary programme extends beyond funding partner universities to equip Peace 
Fellows with requisite peacebuilding KSAs. It rests heavily upon graduating Peace 
Fellows then finding suitable employment where they can make a difference by 
providing leadership and entrench peacebuilding practices. Here Rotary relies 
heavily on graduating Peace Fellows finding their career opportunities. 
This chapter presents data on the employment of former Peace Fellows upon 
graduation. The primary aim is to determine whether former Peace Fellows returned 
to their previous jobs or succeeded in securing other suitable employment. Further, 
do former Peace Fellows occupy positions of influence and in which areas of 
employment? The first presents data on the employment situations of former Peace 
Fellows following their graduation, providing insight into the ease with which they 
make the transition from the study and secure suitable employment.  A second 
section reports the current employment status of former Peace Fellows. The third 
presents information on the seniority of the positions that former Peace Fellows 
currently hold.  The fourth and final section examines the areas in which Peace 
Fellows work.  Each of these four sections address a key research question: are 
Peace Fellows employed in ways that allow them being influential as professional 
peace builders?  
7.2 Assessing employment circumstances of former Peace Fellows  
Recent research has emphasised the relationship between higher education and 
graduate employability (Badriotti and Pappadà, 2011). In some instances, 
institutional quality is linked to the ability of an institution to ensure employability of its 
graduates. Consequently, graduate employability has also become a measure of 
success for academic programmes. Here it provides a measure of the success of the 
Rotary programme. An investigation of former Peace Fellows’ employment situations 
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following graduation and in the post-fellowship period provides a better 
understanding of their employment experiences as peace builders.  
7.2.1 Employment of former Peace Fellows following graduation  
We have seen that Rotary encourages Peace Fellows to return to their previous jobs 
or to secure appropriate new employment upon graduation. The opportunity to re-
enter the workforce is a function of many factors, including individual circumstances, 
job market conditions, areas of expertise, and availability of employment in 
developing countries. It is further complicated for newly trained Peace Fellows 
because there is no established pathway leading to professional employment in 
peacebuilding. Peace Fellows reported both good and bad experiences in finding 
employment following graduation. Some had found it difficult to secure suitable 
employment. Others (including a lucky few whose employers had held their jobs 
open) found the transition from training to the workplace relatively easy. Some 
managed to find employment but in an area in which they could not utilise their newly 
acquired peacebuilding KSAs.  
The support Rotary provides graduating Peace Fellows does not extend to assisting 
them find employment. Instead, it appears to assume that Fellows will mostly return 
to their original workplace. In practice, this is not always possible. Employers may be 
unable, or even unwilling, to hold a job open and to grant a two-year leave of 
absence to their employees. Interviewee 4 reported this very experience: she said 
“My employer did not grant me study leave even though I was entitled to it.” She 
added “To take up the fellowship, I had to resign from my job, as this was a once-in-
a-lifetime opportunity for me.” As a former Peace Fellow, the author understands 
very well the opportunities that come with being a Rotary Peace Fellows. The award 
is prestigious. Very few people are likely to forego the opportunity of being a Rotary 
Peace Fellow in the face of adversity from their employers or from elsewhere.  
Not all Peace Fellows can find suitable employment following graduation. 
Interviewee 5 spent some time without a job: “I was frustrated after spending one 
year without securing suitable employment.” No doubt her frustration was sharpened 
by the expectation that her time as a Peace Fellow would lead to an opportunity in 
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“real” peacebuilding role – an expectation many Peace Fellows understandably bring 
with them into the programme. She said, “I ended up taking jobs that are not in my 
area of expertise.” I asked if she thought Rotary could assist former Peace Fellows 
secure suitable employment upon graduation: she suggested that “It would be good 
if Rotary provides written references to Peace Fellows at the end of the fellowship.”  
Interviewee 6 found herself in similar circumstances. She reported spending several 
years without professional employment despite graduating from the Rotary 
programme with a master’s degree. She said, “After several years of attempting to 
secure suitable employment with my Rotary Peace Fellowship degree and failing, I 
ended up taking a job to earn a living.” Interviewee 17 also reported failing to secure 
suitable employment upon graduation and eventually up taking a job to make a 
living. He said, “I am doing this job because life without working is difficult. Maybe I 
will find the right job soon, but I need to eat so I have to work.” Interviewee 7 did 
secure employment upon graduating, but not in an area in which “I could use the 
knowledge and skills acquired during the Rotary Peace Fellowship.” Interviewee 20 
reiterated the difficulties associated with finding suitable employment upon 
graduation. He said, “Professionally it is very difficult to find a job. I still hope to find a 
job in the international NGOs sector. However, the more time that passes by, the 
less likely it is to finding a suitable job.” Another respondent rued the time spent as 
studying at DNC because of some issues that include “lack of programme 
focus…more theory than practice…terrible career services…degree not recognised 
in the market… Accepting the scholarship was the worst career decision of my life.”    
By no means did all of the former Peace Fellows whom I interviewed report 
difficulties in securing suitable employment. Interviewee 1 said, “I was able to obtain 
an excellent job upon graduation with a respected multilateral organisation working 
on exactly what I studied.” She spoke enthusiastically about her work and how she is 
fully utilising the peacebuilding KSAs acquired from the programme: “The 
programme has been a life-changing opportunity for me. I learnt a great deal about 
peace and conflict.” Interviewee 2 said, “Before I graduated, it was difficult for me to 
find employment”. However after graduating as a Peace Fellow “I found it easy to 
secure suitable employment.” Indeed, Interviewee 2 described the RPF programme 
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as ‘amazing’, saying “It has tremendously influenced my life, both academically and 
professionally.” He spoke highly about the programme because he felt that he 
secured suitable employment as a result of participating in the programme. This 
respondent revealed how difficult it was for him to find work before entering the 
Rotary programme. However, this amazing experience for Interviewee 2 shows how 
some former Peace Fellows easily secured suitable employment upon graduation. It 
is not surprising that respondents such as Interviewee 2 have a positive perception 
of the Rotary programme.  
The interview data are rich in detail and provide insight into the differing employment 
circumstances of graduating Peace Fellows. Some found suitable employment soon 
after graduation. Some, having taken leave from their employer to undertake their 
postgraduate studies, returned seamlessly to their previous jobs. Interviewee 11 was 
promoted to be head of her department. On returning to her job: “I have a bigger 
area of jurisdiction. Before the fellowship, I used to have six districts under my 
jurisdiction and now I have 10 ... I am now a head of the department and so far that 
has been my biggest achievement attributable to the RPF programme.”  
Peace Fellows who had little difficulty in returning to the workplace often saw the 
programme as facilitating their professional and personal growth. However, there are 
also some former Peace Fellows who faced difficulties in returning to the workplace 
after their training who are less enthusiastic about the professional training it 
provided. The census survey data reported in Table 7.1 suggest that these are a 
minority and that, in all, two-thirds of Peace Fellows (65.6%) either returned to their 
previous employment or found suitable employment following graduation. 
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Table 7:1 Employment circumstances of former Peace Fellows following 
graduation 
Employment circumstances  Frequency Percent (%) 
 
Found suitable employment 147 48.2 
Found other employment 28 9.2 
Further studies 31 10.2 
Returned to previous job 53 17.4 
Unemployed & searching 18 5.9 
Self-employed 28 9.2 
 N=305 100.0 
Question: What happened to you upon graduating from the Rotary programme? 
 
Almost half of former Peace Fellows (48.2%) find suitable jobs in which they could 
utilise their new-found expertise in peacebuilding upon graduation. Slight numbers 
struggle to finding a job (5.9%) or feel compelled to take up unsuitable jobs (9.2%) 
with little scope to apply their peacebuilding KSAs. Perhaps this is not surprising 
given the care taken to recruit mid-career candidates with already established or 
semi-established careers and a demonstrated commitment to peace by Rotary.  
There are two further noteworthy findings shown in Table 7.1. First even although 
Rotary imagines that Peace Fellows will resume previous employment as change 
agents with a newfound set of peacebuilding capacities, in fact, less than a fifth 
(17.4%) returned to their pre-fellowship workplaces. The second finding suggests a 
small leakage from the programme. Even although Rotary overtly discourages it, and 
indeed seeks to avoid recruiting Peace Fellows who will treat the programme as a 
stepping stone to further postgraduate study, some one-in-ten (10.2%) of 
respondents did pursue this course. There may be various reasons why Peace 
Fellows opt to pursue further postgraduate study even although Rotary opposes this 
course.   I do not know if respondents in this group are pursuing further study as an 
alternative to, or because they had difficulty securing, suitable work as peace 
builders. 
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7.2.1.1 Does gender influence the employment circumstances of Peace Fellows 
upon graduation?  
There is a substantial literature that points to a ‘glass ceiling’ which constrains the 
professional advancement of women (Petkeviciute, 2010)(Petkeviciute, 2010), and 
gender has often been associated with the different job opportunities available to 
men and women. It is possible that this is especially the case with peacebuilding, 
and that employers wishing to recruit field workers to work directly in conflict zones, 
or even in traditional Islamic communities, might be reluctant to recruit women. This 
begs the question about the relationship between gender and employment of Peace 
Fellows.  
Table 7:2 Employment circumstances following graduation by Gender 
Employment circumstances  
Gender 
Female 
(%) 
Male 
(%) 
All 
(%) 
 
Found suitable employment  49.7 46.0 48.2 
Found other employment  9.4 8.9 9.2 
Further studies  10.5 9.7 10.2 
Returned to previous job  14.9 21.0 17.4 
Unemployed & searching  5.0 7.3 5.9 
Self-employed  10.5 7.3 9.2 
  N=181 N=124 N=305 
 2 (5) = 3.329,  = 0.649 
Question: What happened to you upon graduating from the Rotary programme? 
 
Table 7.2 shows no evidence that males are more likely to find suitable work than 
are female graduates of the RPF programme. An almost equal number of women 
(49.7%) and men (46%) found employment related to peacebuilding. At first glance, 
employers may appear rather more willing to hold jobs open for men. Upon 
graduation more men (21.0%) successfully returned to their previous jobs than did 
women (14.9%). However, the small differences shown in Table 7.2 appear to occur 
by chance. There are no statistically significant differences in the employment 
circumstances of men and women who graduated from the RPF programme 
between 2004 and 2012. 
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7.2.1.2 Does country of origin influence employment circumstances of Peace 
Fellows upon graduation?  
Rotary expects that, upon graduation, Peace Fellows will return to their countries of 
origin to work as peace builders. However, the opportunity to do so will vary with the 
available suitable employment opportunities. It is likely that suitable employment will 
be more easily secured in some countries than others. Peace Fellows very 
commonly seek jobs with NGOs and other organisations engaged in the 
consolidation of peace and conflict resolution activities. While many NGOs work in 
Africa, Asia and the Middle East, the vast majority—even those committed to 
development work—tend to have their headquarters in Europe, North America 
and/or Australia. Conceivably graduates returning to these areas have better job 
prospects. Could it be that their country of origin shapes the employment 
opportunities open to Peace Fellows after graduation?  
Peace Fellows come from many different countries. To facilitate a robust analysis, I 
grouped these into seven regional categories. The categories are: North America 
(includes Canada); Europe (includes all the fifty countries); Asia (includes east and 
south Asian countries, but not those categorised as in the Middle East); Australia 
and Oceania (includes all the fourteen countries); Africa (includes all the fifty-four 
countries); South America (includes all the thirteen countries); and Middle East 
(includes all the seventeen countries). This is admittedly a crude, even simplistic 
categorisation. However, it is sufficient to explore whether the region from which they 
come determines the employment opportunities available to Peace Fellows after 
graduation. 
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Table 7:3 Employment circumstances following graduation by Peace Fellows’ 
region of origin 
Employment 
circumstances  
Region 
North 
America 
& 
Canada 
Asia Europe Africa Australia 
& 
Oceania 
South 
America 
Middle 
East 
All 
  (%) (%) (%) (%) (%) (%) (%) (%) 
 
Found suitable 
employment 
 
44.9 55.8 56.7 32.1 46.4 54.3 22.2 48.2 
Found other 
employment 
 
13.3 6.5 13.3 7.1 0.0 5.7 22.2 9.2 
Further studies  9.2 9.1 10.0 14.3 14.3 5.7 22.2 10.2 
Returned to previous 
job 
 
17.3 16.9 3.3 28.6 17.9 22.9 11.1 17.4 
Unemployed & 
searching 
 
5.1 5.2 3.3 10.7 7.1 5.7 11.1 5.9 
Self-employed  10.2 6.5 13.3 7.1 14.3 5.7 11.1 9.2 
  N=98 N=77 N=30 N=28 N=28 N=35 N=9 N=305 
 2 (30) = 26.544,  = 0.647 
Question: What happened to you upon graduating from the Rotary programme? 
 
There is some apparent variation in the findings shown in Table 7.3. (In the case of 
the Middle East these are likely explained by the small numbers of respondents.) 
More than half of Peace Fellows from Europe (56.7%), Asia (55.8%) and South 
America (54.3%) found suitable employment upon graduation. Rather fewer did in 
the case of Fellows from North America (44.9%), Africa (32.1%), and Australia and 
Oceania (46.4%). More Peace Fellows returned to their previous jobs in Africa 
(28.6%) and South America (22.9%) than in other regions. Peace Fellows from 
Australia and Oceania appear more likely to pursue further postgraduate studies or 
become self-employed. More graduates returning to Africa (10.7%) remain 
unemployed. However, little store can be   placed upon these small differences. No 
statistically significant differences exist between job opportunities available to Peace 
Fellows and their region of origin. There are no grounds to imagine that Peace 
Fellows from Europe and North America where many NGOs are headquartered have 
any advantage in securing suitable employment. 
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1. Does the RCIS from which Peace Fellows graduate influence their 
employment circumstances following graduation? 
Rotary contracts the teaching of Peace Fellows to partner universities. The RCISs at 
these partner universities do vary. They have different types of courses, programmes 
with different emphasises, various modes of delivery and study, and even differently 
designated qualifications. Could it be the case that this diversity affects the 
employment prospects of Peace Fellows upon graduation?  
Table 7:4 Employment circumstances following graduation by RCIS 
Employment 
circumstances 
Rotary Centre 
Bradford California DNC ICU Sciences 
Po 
UQ USAL All 
  (%) (%) (%) (%) (%) (%) (%) (%) 
 
Found suitable 
employment 
 
42.6 50.0 44.4 49.1 64.7 51.4 44.1 48.2 
Found other 
employment 
 
10.6 0.0 5.6 15.8 11.8 10.8 2.9 9.2 
Further studies  21.3 9.1 11.1 7.0 5.9 4.1 14.7 10.2 
Returned to previous 
job 
 
19.1 27.3 18.5 12.3 11.8 16.2 20.6 17.4 
Unemployed & 
searching 
 
2.1 4.5 11.1 7.0 0.0 5.4 5.9 5.9 
Self-employed  4.3 9.1 9.3 8.8 5.9 12.2 11.8 9.2 
  N=47 N=22 N=54 N=57 N=17 N=74 N=34 N=305 
 2 (30) = 29.214,  = 0.506 
Question: What happened to you upon graduating from the Rotary programme?  
 
The data displayed in Table 7.4 show that the most graduating Peace Fellows 
returned to their original job or found suitable employment where they could apply 
their peacebuilding training. At first glance, some RCISs might seem more 
successful than others in placing former Peace Fellows to the workplace. For 
example two-thirds of the (small) sample of Peace Fellows graduating from Science 
Po (64.7%) and half of those from UQ (51.4%) secured suitable employment upon 
graduation. However, the differences shown in Table 7.4 are not statistically 
significant. Despite Rotary’s unequivocal discouragement for further studies by 
Peace Fellows, the data show that small numbers of former Peace Fellows from all 
RCISs are likely to pursue further postgraduate studies upon graduation. 
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7.2.1.3 Does Year of Graduation influence the employment circumstances of 
Peace Fellows in following graduation? 
Peace Fellows enter and exit the Rotary programme at different times. Their 
experiences vary, not only with the particular campus and RCIS attended, but 
depending on the point in time at which they were accepted into the programme. It is 
entirely possible, especially given the 2008 Global Financial Crisis (GFC), that the 
employment circumstances that prevailed were not the same for all students when 
graduating from the programme. This might suggest that the various graduating 
cohorts of Peace Fellows faced rather different challenges in finding employment 
where they could apply their newly acquired peacebuilding KSAs.  
Table 7:5 Employment circumstances following graduation by Graduation 
Cohort 
Employment circumstances  
Graduation Cohorts 
2004-06 
(%) 
2007-09 
(%) 
2010-12 
(%) 
All 
(%) 
 
Found suitable employment  55.4 50.0 40.6 48.2 
Found unsuitable employment  6.8 10.0 9.9 9.2 
Further studies  12.2 10.0 8.9 10.2 
Returned to previous job  17.6 16.9 17.8 17.4 
Unemployed & searching  2.7 5.4 8.9 5.9 
Self-employed  5.4 7.7 13.9 9.2 
  N=74 N=130 N=101 N=305 
 2 (10) = 9.936,  = 0.443 
Question: What happened to you upon graduating from the Rotary programme?  
 
Table 7.5 records that a similar proportion of each graduating cohort returned to the 
job they had held before taking up a Peace Fellowship. It also appears that more of 
the initial cohort of graduating Peace Fellows (55.4%) found suitable jobs on 
graduation than is the case with subsequent cohorts, and that rather more of the 
most recent cohort (13.9%) have created their employment opportunities. This last 
indication may be related to the larger number (8.9%) of the most recent cohort 
facing unemployment. However, the differences described in Table 7.5 are not 
statistically significant. The broad conclusion to be drawn is that the experience of 
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each of these cohorts in re-entering the labour market is remarkably similar and has 
not been disrupted by events such as the GFC.  
Newly trained PACS graduates do not have a well-established career path to follow. 
However, there are potentially many different positions with NGOs, international 
organisations and even governments where they may be able to find employment 
opportunities. Rotary encourages graduating Peace Fellows to return to their 
countries of origin and to the workplaces they left to enter the programme. Some can 
do this. However, many must find new, suitable employment in which they able to 
apply their newly acquired peacebuilding knowledge and skills. Not all graduating 
Peace Fellows were able to make successfully the transition from study to the 
workplace. There appear to be no structural reasons for this: factors such as gender, 
region of origin and RCIS attended have no bearing on whether or not Peace 
Fellows found suitable work following graduation. Whether Peace Fellows 
successfully returned to the workplace appears to depend on their individual 
circumstances.  
7.2.2 The Current Employment status of Peace Fellows  
Examining the employment circumstances of Peace Fellows immediately following 
their graduation provides an insight into an important aspect of the Rotary 
programme—namely the ease with which its graduates make the transition from 
study to jobs and positions in which they can apply their peacebuilding training, and 
make the difference that Rotary intends. However, Rotary recruits mid-career 
individuals, with experience, and demonstrated leadership potential. We might 
expect former Peace Fellows to constitute a mobile workforce, likely to move 
between jobs in advancing their careers. Accordingly I asked about their current 
employment status and roles.  
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Table 7:6 Current employment statuses of former Peace Fellows  
Employment status  
Frequency Percent 
(%) 
 
Full-time employment 190 62.3 
Part-time employment 33 10.8 
Self-employed 
Not in the paid workforce 
32 
50 
10.5 
16.4 
 N=305 100.0 
Question: Which one of the following categories best describes your current employment status? 
 
The current employment status of Peace Fellows is described in Table 7.6. It shows 
that barely two-thirds of Peace Fellows (62.3%) held full-time jobs at the date of the 
research study. If we make the assumption that full-time employment best enables 
Peace Fellows to apply their training in peace building, this is a surprising finding. 
One-in-ten (10.5%) do report being self-employed. But Rotary has made a 
considerable investment in their training and it is noteworthy that 16.4% of Peace 
Fellows are currently unable to find employment (5.9%) or have drifted away into 
further postgraduate study (10.5%). That one in ten (10.8%) are employed in part-
time work also invites a question about the programme’s capacity to produce change 
agents who will be able impact upon the culture and policies of the organisations in 
which they are employed. 
7.2.2.1 Does the Year of Graduation influence the current employment status of 
Peace Fellows? 
We have seen that, following graduation, not all former Peace Fellows were quickly 
able to secure suitable employment. Moreover building a career takes time, and for 
this reason too we might expect the most recent cohorts of graduates from the 
Rotary programme to be less established in their jobs. It is, therefore, possible that 
the proportion of former Peace Fellows who are not currently employed in full-time 
work is substantially explained by the experiences of the most recent cohort of 
graduates from the programme in finding suitable employment. Table 7:8 suggests 
that this is likely to be the case. 
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Table 7:7 Employment statuses of former Peace Fellows by Graduate Cohort 
Employment status 
Graduate Cohort 
2004-06 
(%) 
2007-09 
(%) 
2010-12 
(%) 
All 
(%) 
 
Full-time employment 67.6 69.2 49.5 62.3 
Part-time employment 9.5 6.2 17.8 10.8 
Self-employed 8.1 8.5 14.9 16.4 
 Not in the paid workforce: 
(a) Further studies 
(b) Unemployed 
14.9 16.1 17.8 16.4 
 (10.8) (11.5) (8.9) (10.5) 
 
(4.1) (4.6) (8.9) (5.9) 
 N=74 N=130 N=101 N=305 
2 (8) = 16.772,  = 0.033* 
Question: Which one of the following categories best describes your current employment status? 
 
The relationship between employment status and year of graduation of shown in 
Table 7.7 is statistically significant and not a chance relationship. Whereas the two 
earlier Peace Fellows cohorts appear settled in employment, just half (49.5%) of the 
most recent cohort of graduates are currently in full-time work. A greater proportion 
of this cohort is engaged in part-time work (17.8%), is self-employed (14.9%) and not 
in the paid workforce and looking for work (5.9%). It appears that the length of time 
since graduation is likely to explain what might otherwise appear to be a significant 
leakage of graduating Peace Fellows from the programme.  
7.2.3 Do Peace Fellows occupy managerial similar leadership positions of 
influence? 
The overall success of the Rotary programme has two interrelated tests. It first 
depends on graduating Peace Fellows securing employment in which they can apply 
their new-found professional peacebuilding knowledge and skills and individually 
contribute to and promote peace, greater tolerance and cooperation among peoples. 
However, if the programme is to have an influence that extends beyond the Peace 
Fellows it trains, its graduates must also occupy leadership roles in which they can 
exercise real influence. To become the “army of change agents” that Rotary 
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envisages, they must find managerial positions where they can shape organisational 
culture and practice.  
Table 7:8 Current job positions of former Peace Fellows  
Job position Frequency Percent (%) 
 
Senior management 60 19.7 
Middle management 75 24.6 
First line supervisor 49 16.1 
Salaried employee 70 23.0 
Further studies 34 11.1 
Unemployed & searching 17 5.6 
 N=305 100.0 
Question: Which one of the following best describes your job position in your current employment?  
 
Table 7.8 describes the current employment circumstances of former Peace Fellows 
including those in middle and senior management positions. Just one in five (19.7%) 
describe themselves as senior managers. Another quarter (24.6%) occupies middle 
management positions. A somewhat smaller 16.1% are first line supervisors with 
limited responsibilities. One-quarter of former Peace Fellows (23.0%) hold salaried 
employee positions without managerial responsibilities. A further smaller number 
have opted for further study (which may eventually help them rise to positions of 
influence) or have been unable to find employment. With just under half (44.3%) of 
its graduates occupying senior or middle management positions, the RPF 
programme is succeeding in placing its graduates in positions of potential influence, 
although perhaps not yet on a scale Rotary’s careful recruitment of mid-career level 
Fellows might suggest is possible. 
7.2.3.1 Job tenure and ‘churning' 
Studies show that, for a number of reasons (O'Reilly and Caldwell, 1981), turnover in 
the first year of employment is high among recent college and university graduates 
(Wanous, 1977: 597). Were this the case with former Peace Fellows, and churning 
through different jobs a common experience, it might suggest a lesser opportunity to 
influence organisational culture and the practices of co-workers. Respondents were 
asked whether or not they remained in the employ of the organisation that had 
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employed them following their graduation from the RPF programme. More than half 
(56.3%) had found new employment. 
That a significant proportion of respondents had changed jobs may simply be 
explained because the first instinct of Peace Fellows after graduating is to find a job, 
and after that, they turn to advancing their professional career. Seeking an 
alternative or better position is a means of professional advancement. However, so 
too is mastering a job, absorbing the organisational culture, proving your value to 
your employer, and seeking promotion. To establish whether or not the trend to shift 
employment is part of a process whereby former Peace Fellows achieve positions of 
influence and leadership, or alternatively an obstacle to this, we can compare the 
current positions of respondents who have swapped employment with those who 
remain with their original employer. 
Table 7:9 Current job positions by first job 
Job position  
Remain in a first job? 
Yes 
(%) 
No 
(%) 
All 
(%) 
 
Senior management  21.8 18.0 19.7 
Middle management  28.6 21.5 24.6 
First line supervisor  15.8 16.3 16.1 
Salaried employee  20.3 25.0 23.0 
Further studies  9.0 12.8 11.1 
Unemployed & searching  4.5 6.4 5.6 
  N=133 N=172 N=305 
 2 (5) = 4.231,  = 0.517 
Question: Are you still in the first job that you secured upon graduating from the Rotary programme 
 
Table 7.9 indicates that respondents who have changed employment are marginally 
less well represented in senior and middle management positions. These 
differences, however, are not statistically significant and may well arise by chance. 
What is clear from these data is that swapping jobs are no more or less likely to see 
professional advancement than remaining with a single employing organisation. The 
moderate level of “churning” between jobs which former Peace Fellows report has no 
bearing on their ability to secure influential, leadership roles. 
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7.2.3.2 Does Gender determine the seniority of Peace Fellows? 
Most organisations, and especially NGOs to which Peace Fellows are likely to be 
attracted, have an equal employment opportunity policy and do not discriminate 
between men and women. However, it might be the case that women are 
nonetheless more likely to interrupt their careers than men for various reasons; 
especially due to pregnancy and that this may inhibit their careers. This invites the 
question of whether or not female graduates from the Rotary programme have an 
equal opportunity to rise to positions of influence in their employing organisation. The 
data shown in Table 7.12 may suggest that they do not. 
Table 7:10 Current positions of former Peace Fellows by Gender 
Job position  
Gender 
Female 
(%) 
Male 
(%) 
All  
(%) 
 
Senior management  17.1 23.4 19.7 
Middle management  20.4 30.6 24.6 
First line supervisor  19.3 11.3 16.1 
Salaried employee  26.5 17.7 23.0 
Further studies  12.2 9.7 11.1 
Unemployed & searching  4.4 7.3 5.6 
  N=181 N=124 N=305 
 2 (5) = 11.486,  = 0.043* 
Question: Which one of the following best describes your job position in your current employment?  
 
Men (23.4%) are marginally more likely than women (17.1%) to hold senior 
management positions. Moreover, more male (30.6%) than female respondents 
(20.4%) also hold middle management positions. Conversely, there are more female 
(26.5%) than male (17.7%) salaried employees without supervisory responsibilities. 
In this case, these are statistically significant differences and do not arise by chance. 
7.2.3.3 Does country of origin influence the current positions former Peace 
Fellows hold?  
We have already seen that Rotary recruits Peace Fellows from a variety of countries 
and different backgrounds, all with leadership potential and personal commitment to 
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promoting global peace, goodwill and world understanding. Furthermore, we have 
seen that the post-fellowship employment opportunities and circumstances do vary. 
This raises the question of whether their country of origin influences a Peace 
Fellow’s chance of rising to managerial or similar positions of influence. Table 7.13 
reports the various managerial and other positions that former Peace Fellows 
currently hold according to the different regions from which they were recruited into 
the programme. 
Table 7:11 Current positions of former Peace Fellows by region of origin 
Job position 
Region  
North 
America 
& 
Canada 
Asia Europe Africa Australia 
& 
Oceania 
South 
America 
Middle 
East 
All 
  (%) (%) (%) (%) (%) (%) (%) (%) 
 
Senior management 16.3 22.1 20.0 35.7 17.9 14.3 11.1 19.7 
Middle management 16.3 23.4 40.0 25.0 10.7 45.7 33.3 24.6 
First line supervisor  18.4 15.6 13.3 14.3 25.0 11.4 0.0 16.1 
Salaried employee  33.7 24.7 13.3 0.0 25.0 14.3 22.2 23.0 
Further studies  10.2 9.1 10.0 14.3 14.3 11.4 22.2 11.1 
Unemployed & 
searching 
 
5.1 5.2 3.3 10.7 7.1 2.9 11.1 5.6 
  N=98 N=77 N=30 N=28 N=28 N=35 N=9 N=305 
 2 (30) = 42.147,  = 0.070 
 
These data suggest there is no statistically significant relationship between seniority 
and country of origin. Peace Fellows recruited from Africa (35.7%) and Asia (22.1%). 
Currently occupy a greater proportion of senior management positions. Those most 
likely to currently hold positions in middle management come from South America 
(45.7%) and Europe (40%). However, any patterns suggested in Table 7.13 likely 
arise by chance. Former Peace Fellows from all regions have an equal chance of 
rising to positions of influence in their subsequent careers. Importantly there is no 
evidence here that Rotary might improve the influence that its “army” of Peace 
Fellows ultimately wields by encouraging the recruitment of more students from 
beyond North America (which is where most have been recruited to date). 
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7.2.3.4 Does time of graduation influence the current positions that former Peace 
Fellows hold?  
Rotary expects to produce peace builders who can influence the organisations in 
which they work. It sets out to recruit mid-career professionals from a range of areas 
in the expectation that they will build successful careers as peace builders after 
graduating as Peace Fellows and have an impact on the organisations in which they 
work. The first intake of Peace Fellows graduated in 2004. With the opportunity to 
acquire practical experience and build their careers they have since had, the first 
cohort of graduates from the Rotary programme might be expected to occupy more 
senior positions. Indeed if the programme is succeeding in placing a cadre of peace 
builder “change agents” jobs where they can truly make a difference, then first cohort 
of graduates should occupy more senior and managerial positions than more recent 
cohorts who are in the earlier stages of establishing themselves. Table 7:12 charts 
the different positions that successive cohorts of graduating Peace Fellows currently 
occupy.  
Table 7:12 Current positions of former Peace Fellows by Graduate Cohort 
Job position  
Graduate Cohort 
2004-06 
(%) 
2007-09 
(%) 
2010-12 
(%) 
All 
(%) 
 
Senior management  25.7 19.2 15.8 19.7 
Middle management  25.7 26.2 21.8 24.6 
First line supervisor  10.8 13.1 23.8 16.1 
Salaried employee  23.0 24.6 20.8 23.0 
Further studies  12.2 12.3 8.9 11.1 
Unemployed & searching  2.7 4.6 8.9 5.6 
  N=74 N=130 N=101 N=305 
 2 (10) = 12.697,  = 0.241 
Question: Which one of the following bests describes your job position in your current employment?  
 
The data show that there are fewer senior managers (15.8%) within the most recent 
graduating cohort of Peace Fellows. In contrast a quarter (25.7%) of the first cohort 
report that they are currently employed in senior management roles. This is 
consistent with Peace Fellows progressively gaining experience and, over time, 
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being promoted to more senior positions in their post-fellowship careers. There are 
also fewer middle managers (21.8%) among the most recent cohort of graduating 
Peace Fellows when compared to the inaugural group (25.7%) although there is no 
clear trend showing the ranks of middle management progressively swelling over 
time. More of the last cohort of Peace Fellows (23.8%) is currently employed in more 
junior first-line supervisory roles than is the case with the first cohort (10.8%). This 
pattern is consistent with graduates being promoted into more responsible roles after 
a period. However care needs to be taken in interpreting Table 7.14. It does not 
show a statistically significant relationship between the year of graduation and 
present occupancy of a managerial or leadership role.  
7.2.4 Global mobility of former Peace Fellows 
Rotary boasts that its most of former Peace Fellows have been able to secure 
employment across the globe and serve as leaders in national governments, NGOs, 
the military, law enforcement, and international organizations like the United Nations 
and World Bank.47 The organisations in which Peace Fellows find employment is as 
important as is the level of seniority they achieve in assessing their potential to—as 
Rotary believes they will to “truly make a change in the world”.  Respondents were 
asked to indicate the sector or area in which they had begun working on completion 
of their fellowships. Table 7.15 describes their responses employing a broad set of 
categories developed by the author.  
 
 
 
 
                                            
47 More information is available at http://bit.ly/1r6UCZI, (Accessed on 12 March 2012).  
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Table 7:13 Areas of employment of former Peace Fellows 
Nature of Employment Percent 
(%) 
NGOs  38 
Government agencies 15 
Teaching  9 
Studying  8 
Research and academia 6 
United Nations agencies  5 
Police or military  3 
Legal professionals  2 
Media 2 
World Bank  2 
Unemployed 4 
Other 6 
 N=305 
Question: In which sector/area did you find employment after completion of the Rotary 
Peace Fellowship? 
 
Peace Fellows have found work in a diverse array of organisations and sectors, 
depending on their field of expertise and individual circumstances. A sizeable 
number were drawn to working within government (15% without including the police 
and military).  The government category encompasses both local and national-level 
governments and departments as well a mix of public sector agencies and chartered 
bodies. Others were drawn back to professions such as law and teaching or into 
media. Most (38%)—although by no means all—secured positions with various 
NGOs after graduating.  
The NGO category includes well-known international organisations, but also a wide 
mix of voluntary associations, philanthropic bodies and local community groups 
whose objectives include the promotion of peace, prosperity and development. Not 
all NGOs have a global presence. Former Peace Fellows described working in 
NGOs engaged in a wide variety of peacebuilding activities. Examples include 
human rights, civic and peace education, (social, economic and political), justice, 
good governance, election monitoring and observation, advocacy and lobbying, 
reconciliation and social cohesion, humanitarian assistance, and so on.  Their work 
greatly influences peacebuilding efforts in many post-conflict situations. 
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Rotary naturally takes great pride in the fact that some of its Peace Fellows now 
work for prestigious organisations such as the World Bank or the UN.  This is a very 
visible marker of the success of the RPF programme.  But in fact the programme’s 
greatest achievements may lie elsewhere with the many graduates working in small 
organisations. One interviewee hinted at this in complaining that “Rotary 
International and the Rotarians tend to focus on the fellows only who are working 
international organisations such as UN and UN-related organisations after 
completing the programme. However, I trust many fellows are doing their best in 
various fields, and such fellows also should be praised.”  The Rotary programme 
does aim to produce change agents who will make a difference.  It is likely to be the 
case that those who work for the small NGOs or other similar organisations are 
better placed to influence the organisational policies and practices than those 
working for large and bureaucratic international organisations.  
Peace Fellows also secure employment in various parts of the world, signalling their 
global mobility.  We have seen that they are recruited from a broad range of 
countries. Today they work and reside in many different parts of the world. Some 
have managed to go back to their country of residence.  Others have found new 
places to work and live. Rotary’s intention is that upon completion of their studies 
Peace Fellows will return to the countries from which they originally come to make a 
difference as peace builders by applying the KSAs they have acquired. 
Table 7:14 Original and current regions of former Peace Fellows 
Region 
Origin 
(%) 
Current 
(%) 
North America & Canada 32.1 29.2 
Asia  25.2 22.2 
Europe  9.8 15.1 
Africa  9.2 12.1 
Australia & Oceania 9.2 9.5 
South America 11.5 8.8 
Middle East 3.0 3.1 
 N= 305 N=305 
Question: In which country are you currently working or residing?  
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The data suggests that much of the KSAs acquired from the Rotary programme do 
not necessarily remain in the local region. Peace Fellows appear to be mobile, with 
some choosing to apply their training in peacebuilding in the local labour market, 
while others seeking to apply them elsewhere. The literature on migration modelling 
shows that better educated people, such as those with master’s degrees or higher, 
generally tend to be more mobile those who are less educated (Schwartz, 1976; 
Giesecke and Meagher, 2006). It also suggests that people with previous records of 
high migration behaviour possess a greater chance of subsequent mobility 
(DaVanzo, 1976). Moreover, the relative economic attractiveness of the potential 
destination compared to original location determines the likelihood of migration 
(Faggian and McCann, 2009).  As a highly educated group, it is likely that former 
Peace Fellows will be subject to these same pressures even although they do exhibit 
a distinctive commitment to peacebuilding.  
7.3 Conclusion  
The success of the RPF programme depends upon Peace Fellows successfully 
making the transition from studying to practising peacebuilding following graduation. 
The data show that this is easier said than done.  After graduating less than half of 
former Peace Fellows are able to secure employment where they are able to 
immediately apply their peacebuilding training. Less than two-thirds are currently in 
full-time employment. Rotary encourages Peace Fellows to resume the careers and 
work which they interrupted to take up the fellowship. In practice less than a quarter 
are able to do this. Many (not all) Peace Fellows find it difficult to secure jobs after a 
two-year career interruption which their fellowship entails.   
Upon completing the RPF programme, its graduates are likely to confront the 
realities of a still-emerging profession which lacks a clearly established pathway from 
training to professional practice. Moreover they are asked to navigate this unfamiliar 
terrain on their own.  Rotary makes a genuine effort to build networks between and 
to encourage the professional development of Peace Fellows after they have 
graduated. But it does not  assist them to find appropriate work following graduation. 
These circumstances force some graduates to take up jobs with little scope to apply 
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their training in peacebuilding. Others struggle to find full-time work or are lost to 
further post-graduate studies. 
Rotary’s grand ambition is to build an army of Peace Fellows who will be change 
agents and truly make a difference. Here the success of the RPF programme hinges 
upon whether Peace Fellows are able to establish careers as peace builders which 
take them to leadership roles within the many different organisations that employ 
them. There is some evidence to suggest that, with the passage of time, the early 
cohort of graduates has begun to establish itself in middle and senior management 
positions.  But we have seen that just one in five Peace Fellows are presently 
employed as senior managers with another quarter currently having psoitions in 
middle management.  This does suggest that some Peace Fellows are in a position 
to influence the policy and culture of the organisations which employ them and to be 
the change agents which Rotary expects them to be. This is especially likely to be 
the case where Peace Fellows have leadership roles in smaller NGOs. However 
given the care Rotary takes to recruit mid-career and talented Peace Fellows, it 
might have been expected that an even larger number of Peace Fellows would 
occupy senior roles than is the case. It is possible that the absence of a clearly 
established professional pathway also poses Peace Fellows with challenges in 
building their careers and winning promotion to managerial roles.  
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Chapter 8:  Assessment of the contribution story  
8.1 Introduction  
The current research study evaluates the success of Rotary Peace Fellow 
programme in training effective peace builders. More specifically, it investigates how 
well the programme equips Peace Fellows with the peacebuilding knowledge, skills 
and abilities that effective peace builders require. Moreover, whether it is producing 
‘work-ready’ graduates who can find positions where they can apply their new-found 
understanding of peacebuilding and make a difference. 
 Of course, success is a value-laden term. According to the Business Dictionary, 
success means achievement of an action within a specified period or a specified 
parameter (2015). It also means to achieve an objective or goal in a given place or 
within one’s personal career. Broadly, it might be held that demonstrating the 
success of the RPF programme requires demonstrating that the Peace Fellows it 
has trained as peace builders have been able to contribute to a more peaceful world. 
(This after all is Rotary’s grand objective or goal.) Judging the success of the 
programme in this way might require a close study of the particular part played by 
Peace Fellows in a broad range of conflict situations. Proving the impact of the 
Rotary programme in this way would require more time and resources than are 
available to the author as a Ph.D. student.  
Yet, regardless of how success is defined, the RPF programme can only be 
regarded as successful if its graduates, in the course of their studies with Rotary’s 
partner universities, are equipped with the KSAs required for effective peacebuilding. 
Further, the success of the RPF programme also requires that its graduates proceed 
to find employment in which they can utilise these KSAs. Moreover, rise to occupy 
positions where they can exercise influence on the policies and practices of the 
organisations in which they work. This chapter discusses the findings set out at 
length in the two preceding chapters within the contribution analysis framework. The 
evidence I have gathered leads to a plausible conclusion that the RPF programme is 
successfully training Peace Fellows and preparing them to serve as Rotary’s “army 
of peace builders and change agents” following graduation.  
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8.2 Acquisition of peacebuilding KSAs required by effective peace builders  
We have seen that peacebuilding is an elastic term, and, therefore, its 
conceptualizations and definitions are relative. When respondents indicated that they 
acquired peacebuilding KSAs that are important in the workplace, the implication is 
that their training as Peace Fellows equipped them with additional capacities needed 
to deal with conflict resolution and the consolidation of peace issues. Moreover, their 
new capacities enable them to define peace beyond the mere absence of violence or 
overt fighting (Necla, 2004; Ho-Won, 2005). Peacebuilding is a long-term process 
and not just an event. Moreover, it is not primarily concerned nor preoccupied with 
the situation of stabilisation only as prioritised by reconstructive approaches. It goes 
beyond that to involve long-term engagement in bringing about societal 
transformation – transformative approaches. Acquisition of peacebuilding 
competencies enables peace builders to tailor-make intervention strategies for 
different conflict situations, addressing both short and long-term effects.  
8.2.1 Peacebuilding knowledge  
To build peace or resolve conflicts between individuals, groups or communities from 
culturally diverse backgrounds requires peace builders to possess both general and 
specialised peacebuilding knowledge. For instance, peace builders need to be 
knowledgeable about the socio-political environment, social change processes, and 
conflict dynamics as general knowledge, and negotiation, mediation and conflict 
resolution as specialised knowledge. According to evidence gathered from former 
Peace Fellows and set out in chapter 6, the RPF programme is equipping those it 
recruits with KSAs that are valuable and significant in the workplace. For example 
two-thirds (67.5%) agreed that the peacebuilding knowledge they had acquired as 
Peace Fellows was important or very important in the context of their current 
employment. At the aggregate level, there is rather strong support for the 
consolidation of peace knowledge attributes across former Peace Fellows. Most of 
them see the value of what they have acquired and regard the knowledge attributes 
as necessary in their employment circumstances. 
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However, there are some knowledge attributes that are more valuable than others. 
They include knowledge about cross-cultural awareness, analysis of the socio-
political environment, conflict analysis, conflict dynamics, conflict resolution, conflict 
management styles, and negotiation, mediation, and reconciliation. These poignant 
issues are omnipresent in every aspect of the work of peace builders. For instance, 
social change theories refer to knowledge about changes in societal structures, 
institutions, social behaviour, and social relations and how they affect individuals, 
groups and communities. There are important in analysing the existence of conflicts 
and the development of positive interventions.  
Moreover, peace builders do not only need to have knowledge about cross-cultural 
considerations, but they need to respect cultural diversity to empower individuals and 
groups to find solutions to their problems. Peacebuilding training should emphasise 
cultural diversity because it is not easy for external actors, no matter how well 
intentioned they are, to get inside a culture that is not their own. It does not imply that 
externals have bad intentions coming into a culture other than their own, but it is 
easy to approach a culture from the internal rather than the outer horizon. 
Admittedly, the cultural horizon is a very difficult concept to grapple with in 
peacebuilding. Training needs to address it adequately. The relationship between 
culture and peace is one of the fundamental challenges faced by peace builders. 
Rotary promotes cultural diversity to students by arranging for sensitive cultural 
activities and former Peace Fellows ranked cross-cultural considerations as the most 
important knowledge aspect in their current employment. (See Table 6. 2) 
Furthermore, identification and understanding of the political, historical, socio-
political, governance, organisational and institutional issues is important in 
peacebuilding work. These aspects are relevant to the existence and hence 
resolution of conflict. There are crucial knowledge requirements for peace builders 
and they were ranked highly by former Peace Fellows.  
Eventually, peace builders need to be able to communicate, offer leadership, work 
with teams, confront, negotiate, motivate and effectively manage relationships with 
others (Hayes, 2002: 19). Unpredictable situations present tensions and 
contradictions that general peacebuilding knowledge often cannot fully address. 
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They require specific knowledge areas to deal with competing needs and goals of 
both external and local actors. Some officials from employer organisations revealed 
during interviews that certain knowledge attributes may start as general, but mostly 
develop as specialist competencies with experience and practice. For instance, 
specialist competencies such as negotiation and mediation could be highly desirable 
in regional or national interventions. Possessing such competencies is also crucial 
when dealing with conflict issues such as peace talks, enforcement of ceasefire and 
peace agreements or settling intractable conflicts.  
While there is a high level of understanding among former Peace Fellows that the 
RPF programme is doing well, there are some nuances in the data presented in 
Chapter 6. For instance, knowledge attributes associated with cross-cultural 
awareness, negotiation processes, conflict analysis and mediation processes are 
crucial to former Peace Fellows. All these attributes are central to the work of peace 
builders, and so it is no surprise that former Peace Fellows regard them as 
important. Peace builders require such knowledge to develop and utilise 
investigative and analytical abilities to decipher information into actionable plans. We 
know that peacebuilding involves implementing a range of activities in countries and 
environments with some of the most fragile, fluid, and unpredictable political, social 
and economic environments. Therefore, peace builders operate in some of the most 
uncertain and complex environments where the knowledge attributes are 
fundamentally necessary. Thus, the unpredictable and tension-filled violence-prone 
and post-conflict situations, as well as competing needs and interests of conflict 
actors, require this particular knowledge attribute for effective peacebuilding.  
There are areas where former Peace Fellows thought that the knowledge attributes 
they acquired were less valuable and necessary to the workplace than others. Table 
6.2 shows that least valued knowledge attributes include those less commonly 
associated with individual work at the grassroots level, but associated more with 
work at national, regional and international levels. They relate to knowledge and 
activities about international relations, democratisation and diplomacy. For example, 
less than a third of the former Peace Fellows indicated that theories of diplomacy are 
important in their work. It seems that theories of diplomacy are peripheral in the work 
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of most former Peace Fellows. Therefore, it is not surprising that most of them are 
not using diplomacy as much as they use knowledge attributes such as negotiation 
or conflict analysis.  
There were slight variations in the ratings of knowledge core attributes by former 
Peace Fellows across gender, country of origin, RCIS and year of graduation. The 
differences were not statistically significant. In the view of the students who 
graduated between 2004 and 2012, the Rotary programme provided them, for the 
most part, with knowledge core attributes, which are relevant and valuable in the 
workplace. There is evidence that the Rotary programme is successfully imparting 
students with the requisite peacebuilding core attributes that are valuable and 
necessary in the workplace.  
8.2.2 Peacebuilding skills  
Three-quarters (75.8%) of former Peace Fellows thought the broad mix of skills they 
had gained were important or very important in their current work. The most highly 
rated peacebuilding skill attributes are the general ones, which are important at all 
levels of a peace builder’s work. These include interpersonal communication, 
creative thinking, organisational skills, problem-solving and personal management 
skills. These skill attributes are poignant crosscutting issues, which are necessary for 
every employment situation. For instance, interpersonal communication is the 
process by which people exchange information, express feelings and convey 
meaning through verbal and non-verbal means. The process involves more than 
what is said because it also involves how it is said, and the meaning it is intended to 
convey. Creative skills are also well talked about in the work of effective peace 
builders. Peace builders need creative skills to think outside the box and to generate 
many possible answers to a problem. Creative thinking also helps peace builders not 
to become judgmental too early to ideas but allowing them to doodle with 
suggestions, and make mistakes and learn from them.  
As shown in Table 6.9, organising, problem-solving and personal management skills 
are amongst the top five of the highly rated skill attributes. The development and 
utilisation of organisational skills enable peace builders to plan, stay motivated, set 
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up good support networks, avoid traps and find ways to overcome obstacles. Peace 
builders also require problem-solving skills to engage in a collaborative process 
where they play a leading role, but not to single-handedly solve problems for others. 
Personal management skills are crucial to many professional peace builders and 
they involve some of the skills already mentioned such as communication and 
organisational skills. However, they also include issues to do with planning, time 
management, adaptability, handling emotions, pressure and stress, and many more 
skills related to self-control and self-efficacy.  
Some skill attributes acquired may start as general skills, but become more useful for 
effective peacebuilding as specialised skills. Well-developed oratory skills can be a 
developmental tool for professional peace builders. Sufficiently developed oratory 
skills enable peace builders to present their messages clearly and efficiently. This 
augments specialised knowledge of a region, language, and culture or conflict 
analysis. Managerial skills are equally important in the work of professional peace 
builders. For instance, successful development of managerial qualities and 
competencies allow peace builders to adapt to different situations by resorting to and 
sharpening specific qualities and skills as they become contextually relevant.  
Research and report writing skills are crucial in an unpredictable world of peace and 
conflict. Research is the cornerstone from which the field of peacebuilding 
progresses. Professional peace builders’ unique roles as peace advocates need to 
integrate with the role that they can and should have in improving people’s lives 
through research. Improving the peaceful resolution of conflicts is the key 
consideration for successful peacebuilding anchored in research. At the same time, 
documentation of the successes and failures of peacebuilding initiatives, processes 
and activities is equally important. Effective peace builders require report-writing 
skills, not only for the sake of sourcing funds by writing project funding reports but 
also for the evaluation of the progress of their efforts in the field.  
Former Peace Fellows did not find all skills attributes they acquired from the RPF 
programme essential in their employment circumstances. Some of the less valued 
include computational and funding proposal writing skills. While computational skills 
are crucial in the world that has witnessed tremendous growth in technology, former 
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Peace Fellows reported that they are not significant to the work they do. This is 
despite the fact that the increasing use of social networks in politics means that the 
same can be used to advocate for and to build peace. Funding proposal-writing skills 
were also rated not important in the work of the former Peace Fellows. It means that 
for many of them, sourcing funds is not their task priority. It may also mean that 
those who reported it as not important have not engaged in sourcing funds. 
However, with time this attribute may become important in the former Peace Fellows’ 
career, especially as they rise to senior positions in their organisations. 
Although there are some nuances in the data presented in Chapter 6, there are not 
statistically significant. Former Peace Fellows seem to agree that the programme is 
relatively successful in providing its graduates with skill attributes that are essential 
to the work they do. There is evidence that, in the view of former Peace Fellows, the 
Rotary programme has equipped them with valuable skill attributes required by 
effective peace builders.  
8.2.3 Peacebuilding abilities  
Ability attributes are difficult to measure because of their nebulous nature. Perhaps 
the best way to assess the abilities of someone handling negotiation or mediation 
sessions is to observe him or her in the workplace. However, this approach was not 
possible for this Ph.D. study (given that Peace Fellows work in so many different and 
challenging locations). The data I have gathered relies upon self-reporting—upon 
alumni Peace Fellows’ estimations of their abilities to apply the peacebuilding 
competencies acquired from the RPF programme in the workplace. Three-quarters 
(76.4%) reported that the set of peacebuilding abilities acquired as Peace Fellows as 
either important or crucial to their employment.  
Table 6.15 shows that amongst those most highly rated were the ability to deal with 
sensitive issues, the ability to handle pressure, the ability to build networks, the 
ability to tolerate diversity and the ability to work in stressful situations. We have 
already seen that most peace builders work in cultures and environments other than 
their own, and they have to be sensitive to cultural and environmental issues. Peace 
builders should exercise the level of sensitivity appropriate in any given situation. 
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They require the ability to tolerate diversity and handle pressure and stress 
associated with doing things in a way other than what one is used to. Also, ability to 
build and manage networks is crucial to establishing rapport, not only with other 
actors but also with the beneficiaries of the peacebuilding projects. The data show 
that the programme is doing well in delivering on these important peacebuilding 
abilities.  
Findings of this study show that identifying the root causes of conflict, impartiality, 
and handling negotiation and mediation processes are necessary abilities for 
effective peace builders. Many conflicts tend to relapse into violence mainly because 
peace processes fail to address the root causes of the conflict. Effective peace 
builders should have the ability to identify and assist belligerents to address root 
causes of conflict in an objective and impartial way.48 It is clear from the data that 
some former Peace Fellows indicated that these aspects were neither important nor 
unimportant to their current work. Undoubtedly, some of these aspects are lifelong 
skills that enable people to coexist and foster social connections in a peaceful and 
beneficial way.  
Former Peace Fellows reported that some ability attributes are not as valuable and 
relevant to the work they do, as are others. They include the capacity to source 
funding for projects, ability to identify spoilers in a conflict, ability to manage disaster 
situations and ability to identify structural hindrances to peace. For instance on 
fundraising, the main reasons could be that most organisations engaged in 
peacebuilding activities source their funds by utilising the services of the top 
management. While this ability may be needed at all levels in the agency, the level of 
its importance is determined by some factors. They include the size of the agency, 
level or job position, the nature of funding, and funding budget involved. Even though 
most of the funding processes start at the operational level, the complexion and 
scope of financing proposals change substantially on finalisation at the top.  
                                            
48 Impartiality and objectivity are contested concepts in peacebuilding and conflict resolution. 
However, discussions about the contestation and related debates are not part of this study.  
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Identification of spoilers in conflicts is essential in planning effective peacebuilding 
interventions. However, not everyone may be involved in strategy formulation and 
therefore only those involved would find this attribute necessary. In the same 
manner, not everyone will find themselves managing disasters. Moreover, this 
unique area of disaster management requires specialist knowledge, skill and ability. 
Therefore, it is expected that only those managing disasters in their current work 
ranked it as important. Those who did not foresee their job involving disaster 
management rated it as not important. Identification of structural hindrances to peace 
processes was rated last (in a list of 15 items). This implies that former Peace 
Fellows studied might not have been involved heavily in advocacy and lobbying work 
where they could influence structural issues acting as hindrances to peace 
processes. Although some attributes were rated higher than others in terms of their 
importance, the data suggest that the Rotary programme is doing well in developing 
and strengthening abilities required by effective peace builders.  
8.3 Marrying theory and practice  
Training Peace Fellows as peace builders cannot be achieved in the classroom 
alone. It requires an opportunity to gain practical experience and to rehearse and 
apply the peacebuilding knowledge and techniques learned in the classroom. We 
have seen that Rotary attaches importance to, and provides opportunities for 
students to marry theory and practice, through an Applied Field Experience (which is 
a common element in the programmes offered by all RCIS).  
Experiences of former Peace Fellows during their AFEs clearly vary and influence 
their perceptions about how well the programme prepared them to be effective 
peace builders. Some Peace Fellows indicated that they tremendously benefited 
from their AFE, while others felt that it did not meet their expectations. The 
importance of AFE cannot be overemphasised in the current trends in graduate 
PACS training and development (see Appendix  7: A snap-survey of graduate PACS 
programmes on page 277). Overall, the RPF programme is relatively doing well in 
providing Peace Fellows with opportunities to rehearse what they learn in the 
classroom in the field. It is further confirmation that, in the eyes of the Peace Fellows, 
the programme is doing well in training them to be effective peace builders. 
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However, there are some important issues emanating from the responses of former 
Peace Fellows to their AFEs.  
Peace Fellows could not go to ‘trouble spots’ during their AFEs even if they wanted 
to. At the same time, in the very locations they need to be, partner universities 
cannot send students because of university obligations about student health and 
safety. Moreover, Rotary does not approve or fund Applied Field Experience (AFE) 
for Peace Fellows, who choose to go to areas on its travel ban list.  
This constraint emanates from the design of the Rotary programme and raises a 
fundamental question that requires further investigation. Is working with partner 
universities the best of way for Rotary to train Peace Fellows to become effective 
peace builders, if the price that you pay is sending students into a limited range of 
workplace experiences where they may find it difficult to utilise their acquired core 
attributes? For example, if a Peace Fellow were to show interest to go and do 
humanitarian work in Syria, Rotary would not approve of the AFE. Working in that 
context may offer the best appreciation of conflict mediation and an opportunity to 
see how peacebuilding core attributes may or may not be useful in practical 
situations. This is a problem in the design of the programme where both Rotary and 
its partner universities have a duty of care, which means that some destinations will 
be ruled out for safety reasons. 
The interdisciplinary nature of the peacebuilding field means that AFEs or internships 
are not like medical laboratories where students find and use the right equipment. 
They depend on some issues, amongst which are timing, the purpose of the 
organisation, individual interests and expectations, availability of resources and so 
on. For instance, many organisations may not have a lot to offer Peace Fellows 
relevant fieldwork towards the end of the year. It is a period when most organisations 
wind up their activities and preparing the programme and year-end reports. It follows 
that more work is in the office than in the field. In some instances, organisations that 
deal with sensitive information may not allow interns to have access to such 
information, even though it may be useful for the trainee. All these issues and more 
need to be taken into account when Peace Fellows plan for their AFEs. 
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The peacebuilding landscape is constantly changing, making it imperative for training 
programmes to mind the gap between theory and practice of peacebuilding involving 
large and small organisations in different sectors. It is clear from the findings on AFE 
that the differences between theory and practice affect the international 
competitiveness of former Peace Fellows following graduation. There is a need for 
RPF programme to strengthen its links with peacebuilding organisations to give 
Peace Fellows the competencies that employers seek and value in the workplace. 
Successful AFE also helps Peace Fellows to be aware of what is happening in the 
labour market. Forming partnerships between employer organisations and RCISs 
can contribute to informing better universities and students of employer needs. I 
hope that the issues, questions and challenges emanating from this study will 
engender not only debate about my findings but also stimulate future areas of 
research in the training of peace builders.  
8.4 Networking  
Networking is the art of making connections to increase knowledge, share 
information or uncovering new job opportunities. As we have seen, Rotary 
recognises its importance for the Peace Fellows in a variety of ways, including by 
employing an Alumni Coordinator to encourage former Peace Fellows to stay in 
contact, both with Rotary and each other. Effective peace builders need knowledge, 
skill and ability to build and maintain networks. Although networking is not a 
prominent feature in the academic curriculum, it is a prominent feature in 
peacebuilding praxis. In this sense, networking is a social skill rooted in the everyday 
political and cultural ways of people, and can be acquired by daily practices rather 
than through formal training programmes only.  
Peace builders should be able to network and deal with all kinds of peoples and 
groups across social classes, identities, and genders. In short, networking activities 
are an everyday part of peacebuilding. Six in every ten (59%) former Peace Fellows 
say the ability to build and sustain networks is a very important part of their work. 
Hence the finding (Table 6.24) that more than half of former Peace Fellows (56.1%) 
are ambivalent about, a further quarter (24.2%) value Rotary’s efforts to engage and 
link them as cause for concern. It suggests that most former Peace Fellows consider 
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the various networking instruments provided by Rotary (such as its Facebook and 
PCDN page) to be unhelpful. Many alumni Peace Fellows are evidently either 
unaware of or uninterested in these networking tools. They are choosing not to 
piggyback on the networking opportunities which Rotary offers. This may be because 
Rotary’s established and effective networks are not necessarily in the peacebuilding 
field. Most of the Rotary networking platforms point in the direction of business 
organisations from where most Rotarians come. Business-focused and Rotary-
centric networks may be less useful for Peace Fellows, who focus on acquainting 
themselves with organisations engaged in the consolidation of peace activities more 
than anything else.  
Here the RPF programme may be failing to maintain the army of Peace Fellows that 
is its goal. Networking has a special role to play given that Peace Fellows find work 
in many different roles and many different parts of the world. It would appear that 
despite its rapid expansion, the peacebuilding field remains dispersed over a 
significant number of mostly small organisations. Networking is important in pulling 
all peacebuilding efforts together to facilitate the identification of gaps in the field that 
is struggling to establish its identity as a profession. Moreover, networking is crucial 
for sharing of information and strategies in the consolidation of peace. Networking 
enables development of complementary partnerships among peace builders. 
Through networking, complementarity is possible and leads to utilisation of the 
diversity of peacebuilding constituencies.  
Through effective networking, Peace Fellows can advance the work of their 
individual organisations and also promote the wider field of the network. 
Collaboration in networks may expose individual Peace Fellows and their 
organisations to new ideas and knowledge, enhances and deepens critical thinking 
and creativity, and helps avoid competition and duplication of activities. Networks 
may also enable individual organisations to address global problems through joint 
action, based on the realisation that none of the organisations involved can solve the 
issue at stake by itself (Verkoren, 2006). Such joint action may also strengthen the 
outreach capacity of the field as a whole (Galama and Tongeren, 2002: 34) (Benner 
et al., 2011) 
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8.5 Employment in the post-fellowship period  
Rotary seeks to contribute to peacebuilding by training an army of Peace Fellows 
through graduate PACS programmes taught by partner universities located in 
different parts the world. The programme allows Peace Fellows to build their 
capacities through acquiring the peacebuilding KSAs required by effective peace 
builders. Upon graduating, they are expected to return to work and make a 
difference in areas such as peacebuilding, conflict resolution, and development. We 
know that Rotary encourages Peace Fellows to return to their previous jobs and 
careers, or if this is not possible, to secure other employment in which they can 
utilise their newly acquired competencies in the countries from where they come. 
However, as we saw in Chapter 7, relatively few Peace Fellows do manage to return 
to their previous jobs after a two-year hiatus. Most face the task of securing new 
jobs.  
8.5.1 Employment following graduation  
That just a fifth (17.4%) of graduating Peace Fellows return to their pre-fellowship 
workplaces upon graduating may reflect the inability or unwillingness of employers to 
hold positions open for the two years it takes to complete the programme. Where this 
is the case, taking up a Rotary Peace Fellowship is likely to involve quitting a job. 
Those Peace Fellows, who do leave a job to enter the programme, must secure new 
employment upon graduation. In Chapter 7 we saw that a proportion Peace Fellows 
do not smoothly negotiate the transition from study to work. The number of former 
Peace Fellows returning to their previous jobs may not be what Rotary expects. 
Given the manner of their recruitment the individual circumstances of Peace Fellows 
will differ. Some will hold professional qualifications in areas (such as law) or be 
further advanced in professional careers and have better employment prospects as a 
consequence. Following graduation, Peace Fellows return to different countries and 
therefore to different labour market conditions. Some do easily secure new jobs upon 
completion of the programme. However several Peace Fellows whom I interviewed 
remarked on the frustrations associated with completing graduate PACS training, 
developing high expectations of a peacebuilding career, and then failing to find a job. 
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From frustration comes desperation. Desperation sees some graduating Peace 
Fellows taking up work not directly related to peacebuilding where they cannot apply 
their newly acquired training. Others (as the author did) opt for a further 
postgraduate study that is clearly not what Rotary wants for its Peace Fellows. 
 My experience as a Peace Fellow graduate points to the challenges of finding 
suitable employment in less-well developed countries. Unemployment is higher in 
the Middle East and Africa regions. These are also regions marked by political and 
economic instability. In these circumstances, Peace Fellows asked to return to the 
countries from which they were recruited may face particular challenges in finding 
professional work as peace builders. Conversely, those asked to go back to the 
stronger economies of North America, Europe and Australia may have better 
employment opportunities. Not the least because most NGOs are headquartered in 
the “West” but have a tendency to recruit from “home” and send the employees to 
work “overseas”. All these practices have an impact on the employment prospects of 
Peace Fellows upon graduation and therefore implications for the broader success of 
the RPF programme. 
It is noteworthy that there are no clearly identifiable institutional reasons that explain 
why a proportion of Peace Fellows who have completed their training are then lost to 
the programme for the want of finding suitable work. Some former Peace Fellows do 
believe that the Applied Field Experience component of the Rotary programme does 
not provide an appropriate bridge between studying peacebuilding at university and 
building a subsequent career. It is also conceivable that the design, structure and 
orientation of training offered by different RCISs may have some bearing on the 
employability of Peace Fellows although there is no clear evidence that this is the 
case. There is no evidence that the programme is systematically failing Peace 
Fellows from particular regions, or of particular genders, or that it has failed to equip 
different cohorts of its graduates with professional peacebuilding KSAs. 
Yet that one in every three alumni—because they are unemployed, studying or 
working in areas where they are unable to utilise their training— are not marching in 
Rotary’s army of Peace Fellows must be of concern to the programme’s champions. 
More research on the transition from studying in an RCIS to working as a 
 225 
 
peacebuilder is needed. It would seem that one of design failures of the Rotary 
programme is that it does not support Peace Fellows who require assistance in find 
suitable employment. Because peacebuilding is not (yet) an established profession, 
there is no clearly established pathway leading from study to professional work (as 
there is in the case of law with its ‘articles’ and with medical doctors for whom 
hospital internships are a bridge between study and professional practice). In these 
circumstances, the costs of imagining that graduates will return to their former work 
and of leaving Peace Fellows to find their own employment appears to be an 
appreciable leakage of trained peace builders from a career in this area. 
8.5.2 Current employment status of former Peace Fellows  
Less than two thirds (62.3%) of former Peace Fellows had full-time employment at 
the time of the census ‘snapshot’ conducted for this study: 10.8% had part-time work 
and 16.4% were looking for work or studying. (This pattern is not influenced by 
gender, the particular regions from which Peace Fellows are recruited, or by the 
particular RCIS in which graduates trained.) Even allowing that the number of 
respondents not having full-time work is partly inflated by the difficulties faced by the 
most recent cohort of graduates in making the transition to the workforce.  This 
finding also underlines that there is an appreciable ‘leakage’ of trained Peace 
Fellows from the programme after graduation.  
There may well be reasons that have little to do with the RPF programme itself. We 
should bear in mind that some jobs in the peacebuilding industry change according 
to organisational morphing, orientation, reorientations and the political environment 
in which organisations operate. This means that sometimes Peace Fellows may not 
be able to stay in one job for a long time. Peacebuilding jobs can also carry risks. 
Based on my experience in the peacebuilding industry, most professionals calculate 
risks associated with certain jobs or assignments. They prefer to wait for jobs or 
assignments in safer environments than taking jobs where they can endanger their 
lives or those of their families. Networking and job sites such as the PCDN, Relief 
web, Charity jobs and Devnet bear evidence of many jobs that seem to take long to 
fill because they are situated in conflict zones or areas considered too risky. This 
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may help explain that proportion of Peace Fellow alumni which is unemployed or 
employed in (interim) part-time work. 
The data shows more recent graduates in self-employment than in any other 
category of graduates. Self-employment may or may not involve work in which the 
Peace Fellows can apply the peacebuilding attributes acquired from the Rotary 
programme. More recent graduates are in part-time employment compared to other 
categories of graduates. It may be because it takes the time to secure full-time 
employment upon graduation, especially one in which they can apply the 
peacebuilding core attributes acquired from the programme. As a result, most of the 
recent graduates may settle for part-time employment as a stepping-stone towards 
their careers. There are no significant differences between cohorts of graduates 
when it comes to voluntary work and pursuing further studies. It seems all cohorts of 
graduates have an equal opportunity to do voluntary work or pursue further studies 
at any given time in their careers. The data show that as Peace Fellows settle in their 
jobs, their chances of securing full-time employment increases. Moreover, recent 
graduates remain with the highest number of unemployment, a trend that is likely to 
change over time. 
Rotary intends that Peace Fellows will work in areas where they can contribute to 
global peace, goodwill and world understanding as professional and efficient peace 
builders. Moreover, that in these roles they will become change agents able to 
influence those around them and the culture and policies of the organisations for 
which they work. Significant numbers of Peace Fellows are engaged in full-time work 
in ways that may well allow them to fulfil this mission. But perhaps for no failing of 
the RPF programme itself, a small proportion (10.8%) hold part-time positions where 
they are less likely to exert influence on their employing organisation, or are 
unemployed (5.9%) or studying (10.5%) and not employed as peace builders at all. 
8.5.3 The Seniority of former Peace Fellows  
The success of the Rotary programme does not depend only on Peace Fellows 
finding suitable employment (where they can apply their peacebuilding training), but 
also upon their reaching positions of influence and leadership in their employing 
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organisations. The RPF programme presumes that, upon graduation, Peace Fellows 
will achieve positions of influence in which they can promote greater tolerance and 
cooperation among peoples, leading to increased understanding and peace. As the 
proportion of unemployed and part-time Peace Fellows might suggest, not all 
graduates of the programme are in a position to be change agents. 
Peace Fellows may occupy various positions in their organisations and do 
tremendous work in different ways and at various levels. However, effective 
influence on organisational policy and practice is achievable if one occupies a 
managerial and/or leadership position in the organisation. This is not to say that 
those without salaried positions without managerial responsibilities have no influence 
in their organisations. The difference lies in the level and extent of influence that one 
can exert over the organisation’s policies and practices. Operational activities on the 
ground usually reflect the desires and direction of the organisation as determined by 
its leaders and management. Rotary sees the RPF programme as preparing and 
returning Peace Fellows to the workplace where they will exercise leadership 
positions and make a difference. It makes the implicit assumption that its Peace 
Fellows will occupy managerial positions or leadership positions where they will be 
able to influence organisational policy and practice.  
Despite the great care taken to recruit Peace Fellows by Rotary, the data shows that 
less than a quarter (19.7%) of former Peace Fellows occupied senior management 
positions. One-quarter (24.6%) had middle management roles and another 16.1% 
were first line supervisors with limited managerial responsibilities. It is important to 
note that, since most Peace Fellows are mid-career professionals, it might be 
expected that they will be most likely to re-enter the workforce in first line and middle 
management roles after completing their fellowships. If this is the case over the 
longer term we would expect that some of those presently employed with limited 
managerial responsibilities will eventually rise to more senior managerial positions 
where they may then be able to exert a greater influence on organisational culture 
and policy. The snapshot of Peace Fellows that we have does suggest with respect 
to the several graduating cohorts that, as time passes and as they acquire 
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experience after graduation, there is more likelihood that Peace Fellows settle in 
their jobs and thereby increase their chances of rising to positions of influence. 
It is common practice by some international NGOs to bring their “own” senior and 
technical staff, especially when operating in developing countries. Organisations 
mostly headquartered in the “West” and entirely funded by Western donors or 
governments, but operating elsewhere often have such practices. There is no 
evidence that Peace Fellows recruited from North America or Europe do secure 
more senior positions than those returning to developing countries. However gender 
is related to seniority (see Table 7.10). Women are underrepresented in managerial 
positions. The problem though is not that the Rotary programme itself is failing 
women who take it. Rather the organisations that employ Peace Fellow alumni 
appear to favour males when making more senior appointments. Nonetheless, this 
may point to the wisdom of revisiting the question of support given to Peace Fellows, 
and especially to female graduates, as they make the transition from study to the 
workplace. 
8.5.4 Global mobility of Peace Fellows in the post-fellowship period  
Global mobility exposes Peace Fellows to cultures other than their own. Such 
exposure brings with it experiences and sometimes challenges that Peace Fellows 
would not have in their home countries. The RPF programme sets out to attract mid-
career Peace Fellows with a variety of different expertise, train them as peace 
builders, and then have them return to the workplaces and countries from which they 
were originally recruited. The aim is to build their capacities so that they are effective 
peace builders in the organisations and professions in which they work. In so doing, 
the programme produces highly mobile graduates, who move around to different 
countries, locations, departments and organisations.  
Mobility exposes Peace Fellows to new ideas, people, job approaches, work and 
personal challenges and solutions that help them contribute to world peace, goodwill 
and understanding. Through global mobility, Peace Fellows are likely to serve in 
different functional and technical roles that will challenge and grow them as effective 
peace builders. One of the major benefits of global mobility is that exposure to 
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different positions and locations will help Peace Fellows hone in on what they do 
best and enjoy the most to develop their professional careers.  
Peace Fellows are trained in peacebuilding but not provided with a recognised 
qualification in a recognised profession. They must find employment where they can 
apply their training in the consolidation of peace, often based the field of expertise 
and qualifications acquired before entering the programme. As we have seen, where 
they find suitable employment, Peace Fellows can work in a variety of areas and 
countries. When they move to new locations and projects as part of the global 
mobility, they can apply the peacebuilding attributes acquired from the programme 
as well as what they learned from previous experiences. Global mobility allows them 
to apply what they know in new contexts as well as learn to adapt and custom-built 
approaches accordingly. It is how best practices are born spurring innovation, 
creative thinking and a constant infusion of new and old ideas.  
8.5.5 Summary  
We have seen that training peace builders are not akin to training professionals such 
as accountants, solicitors or medical doctors. For instance, universities take the best 
people to train as doctors. They undergo a professionally accredited programme of 
academic study. Upon completion of their formal training, and before they are 
professionally accredited as medical practitioners, they must complete a hospital 
internship. All of this sets out a clearly established pathway leading to employment 
as medical professionals that entrants can follow. There is no such pathway for 
professional peace builders to follow. Notwithstanding recent efforts to “credentialise” 
professional peace builders, notably by the Civilian Peace Service of Canada, 49 
currently peacebuilding is not yet a recognised profession, even perhaps a 
recognised, agreed specialised field. Not only is there no established career path 
                                            
49 The Civilian Peace Service of Canada consists of qualified individuals who are working towards 
professionalising peacebuilding by (a) establishing professional standards and associated 
assessment and measurement tools for recruitment and on-going professional development; (b) 
developing a core curriculum which would ensure that essential attributes have been learned before 
deployment, (c) building of a national roster of qualified individuals who reflect the Core Values and 
have demonstrated the requisite Key Competencies. More information about CPSC is available at: 
http://civilianpeaceservice.ca, (Accessed on 24 January 2012).  
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(Zelizer and Johnston, 2005: 25)(Zelizer and Johnston, 2005: 25), there is no 
consensus on core competencies that peace builders require in the workplace 
(Fitzduff, 2006; Windmueller et al., 2009)(Fitzduff, 2006; Windmueller et al., 2009a). 
The very nature of peacebuilding theory is contested as discussed in Chapter 2.  
It is not my purpose here to debate the professional status of peacebuilding. 
However, the fact that peacebuilding is not a fully-fledged profession does pose 
challenges for the RPF programme. For example, just as there are no agreed 
competencies that peace builders require, there is, as yet, no agreed core curriculum 
that PACS training must encompass. Moreover, as has been noted, the absence of a 
well-established professional pathway from the classroom to the professional 
practice of peacebuilding provides some graduating Peace Fellows with substantial 
challenges in finding suitable employment and work in which they can apply their 
training in the consolidation of peace. This may well be a factor in the leakage from 
the programme which sees some of its graduates unemployed, continuing on in 
further education rather than in the field, or accepting work in positions which offer 
little scope to engage in meaningful peacebuilding. That their peacebuilding 
credentials are not regarded as a professional qualification may also limit the ability 
of alumni Peace Fellows to secure leadership roles in the organisations that employ 
them. 
In establishing the RPF programme and funding RCIS in a range of leading 
universities to educate its army of Peace Fellows, Rotary may have inadvertently 
made a small contribution toward the professionalisation of peacebuilding. Of 
course, its main purpose is to produce a cadre of peace builders with an 
understanding of the theory and practice of peacebuilding and have the capacities to 
work for peace beyond the classroom. In the eyes of its graduates, the programme is 
widely successful in training Peace Fellows and returning them to the workplace as 
effective peace builders. Thus, on its terms, the Rotary programme is doing well. 
While there are hiccups and difficulties as shown through nuances in the data 
presented in Chapters 6 and 7, from the point of view of the majority of people who 
went through the programme, it is successful.  
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8.6 Did the RPF programme make a significant contribution to peace?  
The particular contribution that the RPF programme makes to world peace falls 
beyond the scope of this study. Rotary has committed to funding the programme 
perpetually and aims to make a difference. However, it produces just some fifty 
graduating Peace Fellows each year, and the world faces some very substantial and 
deeply rooted sources of conflict. It may be impossible to calculate the contribution 
that the programme makes. Its cumulative impact may not be seen for some time. 
For this reason, the author focused more narrowly on the success of the RPF 
programme in producing a crop of peace builders. Data has been gathered from 
former Peace Fellows themselves. Their experiences and perceptions of the 
programme have been used to identify its successes and limitations. The plausibility 
of the contribution story focuses on two things – contribution made by the 
programme, and strategies to strengthen the contribution story.  
8.6.1 Programme contribution towards successful training of peace builders 
Most graduating Peace Fellows believe the peacebuilding knowledge, skills and 
abilities they had acquired during their two years in the programme are important in 
their current work circumstances. The data provides confidence that, at the 
aggregate level, the programme contributed to the desired outcome (equipping an 
army of Peace Fellows with the KSAs needed to pursue careers in peacebuilding). It 
is further confirmation of the relationship between programme activities and the 
expected results. Notably, the programme was described by most former Peace 
Fellows as having enriched them personally, culturally and professionally. This 
verification increased confidence in the contribution of the programme towards 
peacebuilding by successful training Peace Fellows to become professional peace 
builders.  
However, through assessing alternative explanations for success, the data show that 
not all Peace Fellows find suitable employment upon graduation or occupy full-time 
or managerial positions of influence. Since the RPF programme seeks to recruit mid-
career Peace Fellows, especially those who have shown leadership potential, it is 
possible that the success of its graduates in finding employment where they can 
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make a difference may owe much to the qualifications and experience they brought 
into the RPF programme, and not only to the qualifications and experience gained as 
Peace Fellows. In a few cases, alumni Peace Fellows have undertaken further (in-
house and other) peacebuilding training. Simply put other training can influence and 
contribute to the efficacy of former Peace Fellows. The data collected do not permit 
the further exploration of this question. What is clear is that most Peace Fellows 
consider that they did acquire valuable peacebuilding KSAs via their participation in 
the programme. On the basis of this evidence, it is plausible to conclude that the 
Rotary programme is successfully training Peace Fellows to become peace builders.  
8.6.2 Identifying strategies to strengthen the contribution story  
Although it was possible to see patterns in the evidence highlighting the success of 
the RPF programme, it was also clear that further evidence is needed to confirm or 
refute some theories in the programme logic. First, the programme logic relies on the 
assumption that, upon completion of the programme, Peace Fellows can easily 
return to their previous jobs or secure new employment and that guarantees their 
effectiveness as peace builders. However, findings indicate that only less than one in 
five (17.4%) graduating Peace Fellows returned to their previous jobs. In fact, 
employers may be less willing to hold jobs open for or to re-employ Peace Fellows 
after a two-year interruption than Rotary assumes. 
Second not all graduating Peace Fellows managed to secure suitable professional 
work in which they are able, as Rotary expects them, to make a difference as peace 
builders. Just half (48.2%) reported finding employment in which they could utilise 
their peacebuilding training. Moreover, just two-thirds (62.3%) were in full-time 
employment. Almost a quarter of former Peace Fellows was either unemployed or 
employed in jobs where they do not utilise their acquired training. Rotary largely 
leaves graduating Peace Fellows to their own devices in securing employment. 
Although it makes an extensive effort to link and network alumni Peace Fellows, this 
support does not extend to assisting them find suitable employment following 
graduation. Several former Peace Fellows whom I interviewed identified this as a 
real problem.  
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In part, it is a problem that lies beyond the design of the RPF programme and in the 
absence of an established pathway whereby PACS graduates can advance to 
professional peacebuilding work. However, the RPF programme might be more 
successful—and the number of alumni Peace Fellows, who are lost to peacebuilding 
reduced—if Rotary were to devise a strategy to assist graduating Peace Fellows 
secure suitable employment. For example, the resources available to Rotary through 
its many, many clubs could be used not only to find potential candidates but also to 
support Peace Fellows in the process of finding jobs after graduation. Rotary already 
has in place mechanisms designed to encourage Peace Fellows to network with 
each other (and Rotary itself) following graduation from the programme. Presently its 
networking efforts are not entirely embraced by alumni Peace Fellows. But its online 
newsletters and social media presence could be used to link alumni with each other 
in such a way that those who have been successful in securing employment can 
share their experiences and provide advice to new graduates. (Such a measure 
might also improve awareness of and usage of the networks between alumni which 
Rotary is seeking to develop through its Alumni Coordinator). 
Third, the logic of the Rotary programme relies upon its many clubs and the 
assumption that Rotarians have a broad enough understanding of peace and can 
easily promote the RPF programme to potential candidates. However, the evidence 
suggests that most Rotarians are not familiar with the RPF programme. Despite the 
efforts by Rotary International to publicise the programme, it remains largely 
unknown even among clubs and Rotarians who should be promoting it and 
encouraging Peace Fellows. Presently the recruitment of Peace Fellows is heavily 
dependent on Rotarians in their various clubs. It would be a long bow to suggest that 
the leakage from the programme which occurs when Peace Fellows fail to find 
suitable employment might be staunched by revisiting the ways in which Peace 
Fellows are recruited in the first instance. However, encouraging a better 
understanding of the RPF programme amongst Rotarians and clubs will facilitate the 
recruitment of the best possible recruits to the programme. 
A fourth aspect of the programme design that warrants attention is the AFE, which, 
rather like an internship, is intended to bridge academic study and work. Presently 
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the AFE, while supported financially by Rotary, is entirely left up to the Peace 
Fellows. In cases where the RCISs Directors are not available to assist, the process 
of finding a suitable AFE host organisation is a difficult one. Even in cases where 
RCISs Directors are available, they can only assist as far as occupational health and 
safety regulations permit. Rotary is very clear that there are places and areas in the 
world where Peace Fellows cannot go for AFE. These are sometimes areas where 
the Peace Fellows may benefit the most such as conflict zones. Unfortunately, 
Peace Fellows who choose to do their AFEs in the travel-restricted areas forfeit 
financial assistance designated for AFE.  
I interviewed some former Peace Fellows who were not employed, but looking for 
work. They indicated that their AFEs were not appropriate. They did not gain 
experience and the practical exposure to peacebuilding that they wished because 
Rotary and the partner universities would not approve their travel to troubled areas. 
In their thinking, their inability to secure suitable employment is linked to restrictions 
on the AFE component of their programme. Given that there is an uncertain pathway 
from study to professional peacebuilding, and that some Peace Fellows find this 
difficult to negotiate, there may be grounds to revisit the design and administration of 
the AFE component of the RPF programme. 
Fifth, Rotary overly relies on the assumption that all programmes at RCISs provide 
equal coverage of theory and practice, if not more of the latter. Some RCISs 
programmes were perceived to be more theoretical than practical by former Peace 
Fellows. There is no statistically significant link between RCIS attended and 
subsequent employment opportunities available. However, there are alumni of the 
programme who believe that individual RCISs should provide more practical, applied 
core attributes, and increased opportunities for hands-on experience. Without a 
practical component, there is a risk that graduating Peace Fellows are full of 
theoretical knowledge but lack the ability to utilise this in practice, compromising their 
effectiveness as peace builders. While theoretical knowledge is necessary for 
dealing with the idea of peacebuilding, practical or hands-on training is also required 
given the realities and dynamics of peacebuilding. Given that there is no equivalent 
of the medical practitioners’ hospital internship or solicitors articles to provide Peace 
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Fellows with supervised practical training following their graduation, it is especially 
important that RCIS provide practical skills and knowledge. Here Rotary’s reliance 
upon academic institutions to train peace builders may be a design flaw. 
8.7 Conclusion 
The findings of this research study show that former Peace Fellows mostly believe 
that they personally and professionally benefitted from participation in the RPF 
programme. By this measure, the programme is successful. Just under half (44.3% ) 
of Peace Fellows occupy senior or middle management roles which suggests the 
programme has largely been successful in achieving its ambition to produce change 
agents who will be able to make a genuine difference. Its achievements should be 
held in mind in considering any of the programme’s shortcomings. 
There are a few Peace Fellows, who, on completing the programme, were unable to 
return to their previous jobs or secure suitable alternative employment following 
graduation. They are less likely to see the RPF programme positively. The success 
of the programme depends upon its graduates securing suitable employment and 
being able to utilise the peacebuilding KSAs they have acquired. Of course, some 
individual Peace Fellows may have skills and personal attributes which make them 
more employable than others. The personal and professional circumstances of 
individual Peace Fellows do vary. Moreover employers and organisations have 
different requirements and may place different importance on peacebuilding 
attributes in recruiting staff. Peace Fellows whom I interviewed did observe that most 
employers emphasise practical over theoretical competencies. Their observations 
confirm what employer representatives told the researcher during interviews.  
We have seen that, although the census survey findings do not validate their claim, 
some former Peace Fellows believed that the nature of the programme at the 
particular RCIS they had attended had affected their marketability. They questioned 
the value of their training as peace builders and emphasised the need for Peace 
Fellows to be provided with more specialised rather than general attributes. The 
findings on the acquisition and utilisation of peacebuilding core attributes show 
varied experiences and perceptions by former Peace Fellows. Some reported what 
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they perceived as valuable, ‘real world’ experiences. Others did not. Those who 
believed the programme gave them a real exposure to peacebuilding spoke highly 
about it, and vice versa.  
Graduate PACS programmes emphasise theoretical and analytical skills related to 
peacebuilding and conflict resolution. Peace builders do need to be able to marry 
scholarship and practical expertise. Being able to apply academic expertise to actual 
needs is imperative for effective peace builders. However employers whom I 
interviewed often stressed the importance of field experience and other practical 
skills. Rotary entrusts the preparation of Peace Fellows to partner universities and to 
RCIS, who as academic institutions are better equipped to provide a theoretical than 
a practice-based training in peacebuilding. Seemingly in recognition of this, Rotary 
requires that all RCIS provide students with an AFE and provides Peace Fellows 
with financial support to complete this internship-like component of their programme. 
However, in an underdeveloped profession and the absence of the equivalent of a 
solicitors ‘articles’ (or doctor’s internship) the AFE may not provide Peace Fellows 
with the requisite practical skills. 
Indeed, it may be untenable for the partner universities to whom Rotary contracts the 
training of Peace Fellows to provide an extensive practical as well as theoretical 
training in PACS. Arguably the Rotary programme would be strengthened by 
providing Peace Fellows with increased opportunities to acquires hands-on 
experience and applied attributes. This is especially the case because there is, as 
yet, no agreed professional pathway beyond postgraduate study leading to 
registration and professional employment in peacebuilding. Were Rotary to address 
this issue, and to extend the RPF programme to provide graduating Peace Fellows 
with an additional opportunity add a practical dimension to theoretical peacebuilding 
competencies they have acquired (say by exploiting Rotary’s extensive networks to 
provide extended internships after graduation) then the programme might achieve an 
greater success in building the army of peace workers that Rotary intends. 
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Chapter 9:  Summary: conclusions and recommendations  
9.1 Introduction  
Rotary International is a leading NGO  with a commitment to building a better world. 
In this century, it has committed itself to promoting peace. To achieve this goal, it 
has established a flagship RPF programme and made a multimillion dollar 
investment in the training of Peace Fellows whom it intends will become an army of 
peace builders and change agents. The primary goal of this thesis was to evaluate 
the RPF programme to find out its success in training Peace Fellows and returning 
them to the workplace as efficient peace builders.  However, in addressing this, the 
thesis also contributes fresh thoughts on the theory and practice of peacebuilding as 
well as the need to discern the KSAs required by effective peace builders. Moreover, 
the thesis contributes to the not so much talked about, but important issue of training 
peace builders through graduate PACS programmes. Thesis findings were 
presented drawing on four perspectives, which are: Rotary expectations of RPF 
programme, the prism of beneficiaries of the RPF programme, realities of 
peacebuilding, and human resources perspective. I also discern the lessons for the 
RPF programme and peacebuilding in general and finally make some 
recommendations focusing on the RPF programme and possible areas for further 
research.  
I  gathered a mix of quantitative and qualitative evidence demonstrating that the RPF 
programme is  (in the estimation of those who have gone through it) equipping 
Peace Fellows with a combination of peacebuilding knowledge, skills and abilities. 
The primary goal of the thesis was to present this evidence and show whether the 
RPF programme is successful in training and returning Peace Fellows to the 
workplace as peace builders. The evidence submitted shows that, on its terms and in 
the view of those who have gone through it, the RPF programme is doing well in 
training Peace Fellows to become peace builders. However, there were some 
variations in the experiences and perceptions of former Peace Fellows about 
programme delivery, but they were not statistical significant. It implies that while it 
does not deliver uniformly to all Peace Fellows, the nuances are mainly due to 
individual circumstances during and after the fellowship.  
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Firstly, I asked questions of the data framed by Rotary’s declared objectives of the 
programme? Here the thesis provided a narrative of what Rotary expects of Peace 
Fellows.  First, Rotary expects that, by participating in the fellowship, Peace Fellows 
acquire KSAs that will enable them to work as peace builders and change agents. 
The evidence shows that, in their present employment circumstances, former Peace 
Fellows appreciate/value their training in peacebuilding. Second, Rotary expects 
Peace Fellows to return to their previous jobs or find suitable employment following 
graduation. There is evidence to show that this is not always the case. In fact, One in 
five successfully returned to their previous jobs while less than half secured suitable 
employment. By presenting findings from the RPF programme objectives, I observed 
something of a gap between the particular objectives Rotary has set for the RPF 
programme and its achievements. This observation provides a clear nexus of Rotary, 
the commitment to world peace, goodwill and world understanding, and the 
complexities of the realities training an army of peace builders and change agents. 
That being the case, there may always be a gap between Rotary objectives and the 
realities of training peace builders and returning them to the workplace. 
Secondly, findings were presented through the prism of the experience of Peace 
Fellows, who have graduated from the programme. From this perspective, the thesis 
highlighted the experiences, the challenges, and the successes of former Peace 
Fellows in achieving the programme objectives. The findings set out in Chapters 6 
and 7 suggest that the RPF programme is substantially, but not always fully meeting 
its programme objectives. However, the interview data was highly appreciative of 
what the RPF programme did to influence both the personal and professional lives of 
former Peace Fellows. Overall, there is a high level of satisfaction of former Peace 
Fellows with programme delivery. In this context, the voices of the beneficiaries have 
provided the strongest and perhaps the most efficient frame of evaluation of the 
success of the RPF programme in training peace builders and returning them to the 
workplace.    
Thirdly, findings were presented from gathered data about the jobs and positions that 
former Peace Fellows now occupy. From this perspective, the thesis presented data 
analysed based on the kinds of employment and job positions that enable someone 
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to be effectively contributing to global peace, goodwill and world understanding. The 
presented data captured this through the work areas related to peacebuilding and 
discussed in Chapter 3. Then it showed the placing of former Peace Fellows in these 
work areas in Chapter 7. While this study is a snapshot and not a panel study of the 
former Peace Fellows, it nevertheless found out that over time, Peace Fellows are 
likely to rise to positions of influence in their careers. They are most liable to be 
effectively building the peace that the Rotary intends. It also became apparent that 
the ability of Peace Fellows to influence organisational policy and practice is crucial 
to the success of the Rotary programme in contributing to global peace, goodwill and 
world understanding. However, the realities of peacebuilding show that Peace 
Fellows go through different career pathways following graduation mainly because 
there is no unidirectional trajectory in training peace builders. Some may end up in 
employment that they and Rotary may not have envisaged, let alone employment in 
which they cannot utilise their newly acquired KSAs. We have seen that Rotary does 
not assist Peace Fellows to navigate the unfamiliar terrain of securing a job following 
graduation. Moreover, there is no clear pathway to peacebuilding professionalism, 
confirming once again the intricacies and realities of peacebuilding. 
Finally, findings were interpreted from a human resources perspective.  From this 
point of view, the data presented included information on gender analysis and job 
tenure in terms of how these variables affect employment experiences of Peace 
Fellows following graduation. It also included information on the availability of jobs, 
options for upward and global mobility, and the possibility of returning to one’s 
previous position.  I also looked at the attitude of some employers in granting leave 
to their employees for study purposes. All these are important areas of analysis both 
for assessing the transition from study to work and post-education placement in the 
market as well as realities of the challenges in achieving Rotary goals, objectives 
and expectations. 
Overall, the findings establish if the RPF programme is equipping Peace Fellows 
with KSAs and whether its graduates are finding positions of influence.  That is, the 
ability of Peace Fellows to acquire the requisite KSAs, and their ability to secure the 
kind of jobs that enable them to utilise the acquired KSAs. The availability of 
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opportunities or options for both global and upward mobility is crucial in this aspect. 
Rotary presumes that, following graduation, Peace Fellows will hold positions of 
influence in which they can promote greater tolerance and cooperation among 
peoples, leading to increased understanding and peace. There is evidence in the 
findings that Peace Fellows can rise to positions of influence in their employment 
following graduation. However, this process takes time as it depends on variables 
such as individual, economic, social and political circumstances after the fellowship. 
It is not a given or a straightjacket that once trained; it becomes automatic for one to 
contribute to peacebuilding.  
9.2 Lessons learnt for Rotary in particular and the consolidation of peace in 
general  
From this investigation, there are lessons for the RPF programme in particular and 
peacebuilding in general. There are compelling lessons from the investigation about 
contemporary peacebuilding praxis and how it can affect the efficacy of peace 
builders. 
9.2.1 Broad and interdisciplinary field  
The first lesson is that when we look at the literature on peacebuilding, in general, 
we see a very broad vista of peacebuilding open up. When we look at peacebuilding 
using the PACS lenses, it comes back to a much narrower concern with the 
prioritisation of state building within a profoundly liberal paradigm. In this context, 
there are serious concerns about the fact that peacebuilding seems to preoccupy 
itself with the situation of stabilisation.  It does rarely go beyond that to talk about the 
engagement of the long term in bringing about societal transformation and this is 
evident in the curriculum most programmes at the RCISs.  
9.2.2 A field conceptualised in various ways  
The second lesson is that there are many debates going on in the peacebuilding field 
about what it is peacebuilding, and what it is not. It seems there is a lack of clarity 
about most of the terms used in these debates, especially terms such as failed 
states, collapsed states and fragile states. When we consider some of these terms, 
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the problem is that, more often than not, we use them without a great deal of 
precision. Clarity is crucial to understanding peacebuilding and what entails building 
peace. It is important that we understand the need for clarity about the terms that we 
use in the consolidation of peace, especially during training of peace builders. What 
follows from that lack of clarity is a tendency to lump a whole range of quite different 
interventions under the same rubric called peacebuilding.  For instance, interventions 
that take place in the name of national security become part of the same thing 
together with those interventions that are motivated primarily by the threat of 
terrorism. Even interventions motivated by an understanding of world order become 
mingled in the interventions motivated by humanitarian internationalism. We know 
that there are a range of different reasons for various interventions. Scholars have 
associated many different kinds of activities with peacebuilding. The result is an 
ambiguous label and some disagreements about what peacebuilding involves. It 
does affect the training of professional peace builders in a tremendous way. 
Graduate PACS programmes need to make sure that there is proper clarity of the 
peacebuilding terms they teach students. Especially distinguishing between 
interventions aimed at building peace and those that are motivated by political 
interests, especially under the “just war” theory. For example, there are debates 
about whether the intervention in Iraq comes under the rubric of peacebuilding or 
simply a just war.  
9.2.3 Various interventions, different goals 
The third lesson follows closely on the second one. A closer analysis of 
contemporary peacebuilding praxis reveals a broad range of interventions and lots of 
them have very different goals in mind. For example, the approach Rotary has taken 
in establishing RPF programme is but one of six programmes that aim to rebuild 
broken societies by promoting peace, goodwill and world understanding. Moreover, 
one of the earliest examples of intervention in the post-Cold War era was in Kuwait 
in 1990. The intervention was very directly concerned with re-establishing the status 
quo that existed before the intervention. There was no attempt in Kuwait to establish 
preferred political ideology in that country. It was just to restore the status quo ante. 
Comparatively, if we look at Iraq, clearly the focus has been on institutional design; 
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trying to create institutions that will shape the country in a different way.  If we look at 
Timor-Leste, we find a very different set of challenges. They built the country from 
the bottom-up because there were no state apparatus, in some cases they were 
imagined and put into place. If we look at Liberia and the Solomon Islands, we see 
some examples of hybridity.  
My main concern with the literature is that there is a lack of clarity about the different 
goals of diagnosis, intervention and end-point or exit strategy. That lack of clarity 
creates problems for the analysis of peacebuilding and its successes or failings, 
especially during the training of potential peace builders. There is a variety of 
peacebuilding agendas around, and it is important to understand that within the 
context of variety, how peace builders evaluate the success of their activities. It is 
difficult and problematic to lump them all together under one heading; they are very 
different responses; various types of interventions; and they have very different goals 
and end-points.  Most of the literature about peacebuilding suffers from that lack of 
clarity. It also ties up with the question of whether we have an exquisite 
understanding of where peacebuilding begins and ends. It is an area where there is 
a significant need for further research. None of the programmes at RCISs seems to 
emphasise on this important issue. Moreover, there is no learning focusing on 
evaluating peacebuilding programmes or activities. This gap is a cause for concern 
for the RPF programme in its quest to prepare professional peace builders. Effective 
peace builders should have the capacity to evaluate their work to identify and 
address performance gaps.  
9.2.4 Complex and non-linear  
The fourth lesson is that peacebuilding is complex and non-linear. For instance, 
Jarat Chopra (2004) (was centrally involved in the Timor-Leste peacebuilding effort. 
He argues that there are three stages of transition in the consolidation of peace. In 
the first phase, he talks about an order, disarmament, clearing land mines, 
establishing law and enforcement of the law. In the second phase, he talks about 
public administration, training local security forces and rebuilding local infrastructure. 
In the third phase, he talks about reconciliation and empowering civil society. It 
seems that one of the things that we have to think about is: are there stages of 
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peacebuilding and can we identify what they are? Also, can or does each of them 
have a particular exit strategy? For example, do we know when we can move from 
one stage to another? Alternatively, do we have to look at them as interrelated and 
interlinked? The real litmus test is the question of how we can get to the position of a 
self-enforcing peace. What is the position where we can say whether you like it or 
not, does the complexion of the new society that is emerging constitute a self-
enforcing peace? Is that the end-point of peacebuilding? Seeking answers to these 
and similar questions show that peacebuilding is complex and non-linear. 
There are different types of interventions for different assessments of what 
constitutes a self-enforcing peace. If peacebuilding is not a linear process (it does 
not necessarily follow Chopra’s stages), then this should be emphasised in the 
training of peace builders. It is critical to making sure that PACS graduates do not 
come out the programmes with a mindset bent on a standardised implementation 
process for peacebuilding. We know that peacebuilding is an eclectic and nascent 
profession but which is yet to establish its identity among other disciplines. Despite 
efforts to credentialise it, there is neither a clear career pathway nor agreed upon 
standardised KSAs. It is hard to assume a standardised implementation of 
peacebuilding activities. However, there are cases where order simply emerges in 
the implementation process, like in Chopra’s experience in Timor-Leste. However, 
an order can be completely absent or fails to emerge in some situations. What works 
becomes a function of the dynamics of the situation.  
9.2.5 Human security as part of a peacebuilding agenda 
The fifth lesson is that we seem to have gone through a revolution in terms of 
moving from the debates about security to the discussions about R2P. These 
discussions clearly link with the arguments about peacebuilding and what justifies a 
peacebuilding agenda, although some people would argue that they are separate 
discussions. It is important to understand that in the late 1980s and early 1990s, 
international relations scholars started talking about not just an understanding of 
security as being the safety of the state. However, they started using this term 
human security. What they meant by human security was that there are two variants 
of it. There is a narrow understanding of human security, which says that people 
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within the international environment within which we live should be able to live free 
from fear. Therefore, if people reside in a country where the state or the government 
keeps citizens in a state of fear, which means they are denied the right to human 
security. The broader version of human security calls for an interpretation of human 
security as freedom from want. So if people live in a society where the government 
fails to allocate the resources that are available to it in an equitable way. The specific 
populations that subjected to starvation and lack of access to basic facilities like 
housing, health, education and those kinds of things, have a human security issue in 
that particular country.  International relations scholars started embracing that kind of 
terminology.  It was recognised that, to some extent, it began to change the 
understanding of sovereignty, and this is where the R2P came in.  
The establishment of the International Court of Justice (ICC) follows that realisation 
that some states negate their R2P. The ICC, therefore, is one of the mechanisms to 
enforce the R2P. However, this critical area is rarely emphasised in the training of 
peace builders by the RPF programme. Consequently, there is a new concept of 
capacity to protect which emerged as a result of discussions and the implementation 
of R2P.  
9.2.6 Peacebuilding and state sovereignty  
The sixth lesson is about redefining the concept of national sovereignty. Out of the 
debate around human security, people got together and established the international 
commission on intervention and state security.  Gareth Evans co-chaired the 
commission and published a report in 2001 that launched the concept of the R2P.  It 
is a recognition that our understanding of sovereignty needs to change. The 
argument is that our understanding of sovereignty needs to change from an absolute 
right of state leaders to an understanding of sovereignty as something that is earned.  
It is earned by the responsibilities that states show to their people. A sovereign 
country can only claim its sovereignty based on the exercise of those functions of 
responsibility to the popular will of its population. Moreover, it should conform to 
international forms of governance based on international standards of democracy 
and human rights.  It is some foundational statement in a sense of the R2P (see 
Bellamy, 2009b; 2011).  What does this mean? The clearest statement of what it 
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means to the international community came in a statement by the secretary-general 
Ban Ki-Moon in 2008. He said R2P rested on three pillars. The first pillar is that 
states have fundamental responsibilities to their citizens to protect them from 
genocide, war crimes, ethnic cleansing and crimes against humanity. Therefore, 
state sovereignty refers to these four fundamental state responsibilities according to 
Ban Ki Moon and reflects the kind of contemporary UN thinking. The second pillar is 
the international community’s commitment to assisting states to meet those 
obligations in a preventive and developmental way. Therefore, R2P is not about the 
police officers sitting there, saying if people break those laws; they get thrown in the 
nick or gaol. It is more about the international community saying, where we 
recognise that states are at risk; we are committed to helping develop those states. 
Moreover, to develop the robustness of these countries’ systems so that they meet 
those responsibilities. The third pillar is a commitment from the UN that it will act 
promptly, using peaceful measures under Chapter VI of its charter. It can also act 
using the coercive mechanisms of Chapter VII, and those mechanisms can only be 
deployed by unanimous resolution of the Security Council or through regional 
collaboration under Chapter VIII of the UN Charter. It is the kind of the contemporary 
iteration of the responsibility to protect. There is also a problem of lack of clarity 
whereby many people make the assumption of what the responsibility to protect 
means. This area is not being emphasised in the training of peace builders by 
Rotary. However, it is becoming increasing important to peace builders in 
contemporary peacebuilding practices. These are some of the lessons that came out 
of the comprehensive investigation of the literature in this thesis, related to the 
Rotary programme in particular and peacebuilding in general.  
9.3 The way forward  
This research study clearly identifies some key issues that need to be addressed if 
PACS programmes and organisations such as Rotary are to train peace builders. 
Research into the training of peace builders is not yet fully developed. Research 
efforts to identify peacebuilding core attributes and competencies to date have 
focused only on the needs of individual institutions, with isolated cases where other 
stakeholders got involved (Windmueller et al., 2009). The latter’s influence on the 
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graduate PACS programmes curricula has been overlooked. What is missing and 
ensuing recommendations is direct participation in curriculum development by all 
stakeholders. The direct dialogue between educational institutions, Rotary, employer 
organisations and programme alumni can achieve this. Until now, there is no 
dialogue between peacebuilding programme stakeholders, especially institutions of 
higher learning (including Rotary partner universities) and employer organisations. 
What this research study clearly recommends is for Rotary to initiate and facilitate 
this dialogue through consultations and interactions with all stakeholders. The 
dialogue will also go a long way in enhancing conversations about building a 
consensus on the core attributes required by effective peace builders, which the RPF 
programme can then offer during the training process. Also, this will be a first step 
towards developing effective training models in the peacebuilding field. I, therefore, 
recommend a three-way dialogue for the development of curricula content, the 
identification of peacebuilding core attributes and competencies and the facilitation of 
graduate employment.  
In addressing the question of evaluating peacebuilding programmes and identify key 
KSAs required by effective peace builders, this research study revealed that: 
 Evidence matters a lot to inform programme stakeholders what works and how 
to tell a success story. This sentiment was evident across former Peace 
Fellows and employer representatives. More work is required to collect the 
evidence and pay attention to it in peacebuilding training programmes.  
  The evidence is an essential part of telling the training story and demonstrating 
success in training peace builders. Often when people tell stories about training 
successes or programme impact, they share anecdotes of how the programme 
affected the individuals. While this is one way of evaluating peacebuilding 
programmes, we need also to take it a step further and speak to broader 
results/outcomes, especially when communicating with those outside the 
peacebuilding community. The challenge is how to unpack the evidence that 
already exists and make it more accessible and user-friendly. 
 Peacebuilding is interdisciplinary and building peace in societies is a complex 
and non-linear process. Most peace builders are trained professionals like the 
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former Peace Fellows. They may reflect and choose an action to pursue, but 
there is no guarantee that the society they are operating in will react in the way 
their actions intend. Therefore, any successful peacebuilding action depends 
on a combination of how the peace builder and the recipient society interact. 
Reconstructive approaches to peacebuilding (namely realist and liberal) often 
target the peacebuilder, and this can have unintended consequences because 
it does not pay much attention to the receiving society. It raises questions about 
how we examine the success of the training programmes without interrogating 
the human context in which the programmes operate. More importantly, we 
cannot separate interdisciplinary and peacebuilding. Therefore, when training 
professional peace builders, we need to consider and factor in other disciplines 
that can lead to better understanding of how to build peace. For example, 
neuroscience helps us to recognise how we think and act, consciously or 
unconsciously and the likely consequences of our actions. 
 Peacebuilding is a field that institutionalises knowledge. However, if we do not 
evaluate our training programmes, then it is hard to know how we utilise that 
knowledge. Without evaluation, the feedback loop is not complete. With the 
assessment of the training programmes, it is possible to identify and deal with 
blockages in the feedback loop. Moreover, we need to understand what is 
working and what is not, as well as how to utilise knowledge gained over the 
years from both theory and practice of peacebuilding.  
 By regular evaluation of peacebuilding programmes such as the RPF 
programme, we can capture lessons learned and transfer them into 
institutionalised knowledge and memory. Currently, there are no international 
standards for defining or monitoring the training of peace builders. So that 
funding institutions, governments, agencies and universities can keep an eye 
on students’ numbers, types of courses and quality assurance arrangements. 
9.4 Recommendations  
From this research study, I propose the following recommendations: 
 There is a need for collaboration between stakeholders on the development of 
the curricula content and graduate employment opportunities; 
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 There is a need to monitor and maintain the relevance of some of the 
programme offerings at some RCISs in terms of practically training Peace 
Fellows for peacebuilding activities. There is fear of the programme being out 
of touch with the realities of a changing industry environment in which 
graduates operate; 
 Peace Fellows need to be made aware of and become familiar with, the industry 
structures and dynamics – from both an educational institution and employer 
perspective – during their training; 
 Peace Fellows need to be prepared so that they think and consider clearly, 
where they want to work upon completing the programme, and what specific 
attributes they need to develop. Moreover, they need to have clear expectations 
of what they wish to do so that they can be assisted in choosing and managing 
the start of their careers following graduation; 
 Educational institutions (Rotary partner universities) need to work in 
consultation with all stakeholders in curricula and course development. 
Specifically, there must be cooperation in the development of practice-oriented 
curricula. For example, establishing a curriculum advisory committee where all 
stakeholders are represented (including the alumni) to inform course content 
and to undertake regular course reviews. Partner universities may have 
mechanisms like this already in place, but a major concern is that there should 
be inclusive of all stakeholders; 
 Strengthening of university-employer partnerships will likely provide work-
integrated learning spaces that replicate those found in the peacebuilding 
industry;  
 Regular visits and presentations by employers to RCISs to provide industry 
updates and to discuss challenges awaiting graduates upon completion of the 
programme could be helpful. It could include access to professional learning 
resources, including industry practitioners and the use of proprietary industry 
software programmes;  
 Constant supply and sharing of information on the availability of peacebuilding 
internships and work placements that can lead to eventual employment is 
crucial; 
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 Developing internship placement programmes that provide formal feedback 
and internship data can help inform the development of peacebuilding 
competencies required by effective peace builders, which eventually become 
an input in curriculum and course development; 
 Development of professional pathways for Peace Fellows to articulate 
practicum-based learning during their fellowship should allow them to identify 
and then pursue opportunities in their areas of expertise;  
 While the RPF programme is a noble idea, in its current form it will take the time 
to train peace builders who could be found in almost every part of the world 
where they are needed. It is because of the limited numbers the programme 
can take per year. Rotary should consider transnational education where 
university degrees can be delivered to students in their home country. The 
money Rotary spends on bringing Peace Fellows together at partner 
universities and paying for their air fares, and upkeep could be used to train 
more peace builders by paying for more people every year; 
 The full benefits and potential impact of transnational education are difficult to 
judge without common standards and constant monitoring of degrees offered 
(Sharma, 2015). Rotary can collect data on graduate PACS programmes 
around the world and develop a defining framework for benchmarking or 
ranking graduate PACS degrees delivered in different settings that satisfy their 
criteria for adequate training of peace builders. This could be done through the 
Rotary clubs that are omnipresent in every part of the world. However, Rotary 
should explain clearly why the data is needed and what the benefits would be 
to ensure cooperation by those giving the data; 
 Transnational education is important for the diversification of the RPF 
programme. It will facilitate reaching out and training more peace builders than 
is currently the case. It also assists to avoid the danger of the RPF programme 
becoming a vehicle for getting students into particular countries without the 
latter being committed to working for peace in their careers. However, taking 
this route of diversification has its challenges. The proliferation of graduate 
PACS programmes makes it difficult to compare programme and degree 
quality, for instance, especially in countries where the degree originates. It is 
understandable that with anything that grows very quickly, there is always 
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potential for many low-quality providers to slip under the cover. Rotary has to 
monitor quality issues to ensure minimum standards are maintained as well as 
the relevance of the courses if it chooses to take the proposed route of 
transnational education;  
 Alternatively, Rotary can also pilot some of its training using the massive open 
online courses (MOOCs). This technic is becoming common and used by 
leading universities and other course providers to reach out to as many people 
as possible. Most of the MOOCS are offered for free making it easy for many 
people to access them in their countries of origin or wherever they have access 
to the internet. For example, the author completed an MOOC provided by the 
World Bank on Citizenship Engagement: A game changer for development 
while at the same time working on this research study.    
9.5 Limitations of the study and future research directions  
This research study considered the diverse peacebuilding industry and Rotary’s 
efforts to train successfully peace builders and return them to the workplace. While 
opinions of former Peace Fellows and those of some international practitioners and 
writers have been sought and included in this research study, caution should be 
exercised in “internationalising” results. Indeed, the international flavour is 
necessary, but the size of the census of Peace Fellows included in this research 
study is small. So is the number of RCISs that train Peace Fellows to become 
effective peace builders. Moreover, the findings limit themselves to experiences and 
perceptions of former Peace Fellows. It also reflects the opinions of individuals that 
may not automatically speak on behalf of the rest of graduates from PACS 
programmes. Neither would they be speaking in the name of the peacebuilding 
industry and its environment. I acknowledge that peacebuilding is a diverse industry, 
and, therefore, further research that builds on these initial findings would enhance 
our knowledge of training peace builders and returning them to the workplace.  
There are some other limitations of this research study. For example, in terms of 
responses, this research study focused more on the former students’ self-reports 
than on other stakeholders. The study does, however, uncover a divide in 
perceptions and experiences about the programme between former Peace Fellows 
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who returned to their previous jobs or secured new employment and those who did 
not. It clearly indicates the effect of individual circumstances following graduation. It 
calls for further research into circumstances of Peace Fellows upon graduation to 
provide valuable information about opportunities available to them and the 
challenges they are likely to face utilising the acquired KSAs.  
Future research could build on the current research’s preliminary findings of training 
peace builders. It could more broadly seek stakeholder opinions on how both Rotary 
and its partner universities could better work together in this endeavour. More 
importantly, how to meet the needs of all interested parties in a diverse and rapidly 
growing peacebuilding industry. In the process, the gap in unfulfilled expectations of 
graduates could be narrowed through collaborative strategies in providing 
opportunities for Peace Fellows to gain workplace experience and subsequent 
assistance in securing employment. This research study suggests that current AFE 
arrangements could be improved to make sure that students experience a more 
practical perspective. One that will see them carry out activities in conflict or conflict-
prone areas. Further research is needed in this field as well as stakeholder 
collaboration that should result in benchmarking initial programme expectations. 
Then reporting on graduate outcomes as a consequence of the programme inputs to 
inform continuous programme development and improvement.  
9.6 Epilogue  
This research study applied contribution analysis to evaluate the contribution of the 
Rotary programme to successfully train Peace Fellows to become effective peace 
builders. Although there are no baseline studies assessing the training of peace 
builders, this study provides the first step towards building an evidence base in this 
endeavour. The author showed that the contribution of the programme was evident 
in the responses of the former Peace Fellows by teasing out the multiple 
components of the Rotary programme and comparing and contrasting them with the 
realities of peacebuilding. Also, the study demonstrates that the delivery of the 
programme can be improved to ensure that it is sustainable in the long term. The 
author suggests the future adoption of contribution analysis to assess the impact of 
alternative explanations and influencers of the RPF programme’s sustainability. This 
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comprehensive approach goes beyond efficacy questions by identifying triggers to 
success and enables Rotary to sharpen the theory and logic of the programme.
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APPENDICES 
 
Appendix  1: Lund's Tools for Peacebuilding 
Official Diplomacy 
Mediation 
Negotiation  
Conciliation 
Good offices  
Informal consultations  
Peace conferences  
Unilateral goodwill gestures 
Conflict prevention or 
management centres 
Special envoys 
Diplomatic sanctions  
International 
appeal/condemnation  
Crisis and war diplomacy  
Coercive diplomacy  
Diplomatic recognition  
Withdrawal of recognition 
Certification/decertification  
Hot lines  
Non-official conflict management methods 
Mediation  
Support for indigenous 
dispute resolution and legal 
institutions 
Conflict resolution or 
prevention centres 
Peace commissions  
Civilian peace monitors 
Visits by eminent 
organisations, individuals/ 
“embarrassing witnesses” 
“Friends” groups 
Non-violent campaigns 
Non-official facilitation  
Problem solving workshops 
Cultural exchanges 
Civilian fact-finding missions  
Humanitarian diplomacy 
Military measures 
Preventive peacekeeping 
forces 
Restructuring/integration of 
military forces 
Professionalization/reform of 
armed forces 
Demobilization and 
reintegration of armed forces 
Military aid  
Military-to-military programs 
Alternative defence 
strategies  
Confidence-building and 
security measures  
Nonaggression agreements  
Collective security or 
cooperation arrangements  
Deterrence  
Demilitarized zones 
Arms embargoes or 
blockades 
Threat or projection of force 
Disarmament  
Arms control agreements  
Arms proliferation control  
Crisis management 
procedures  
Limited military intervention  
Peace enforcement  
Economic and social measures 
Development assistance  
Economic reform  
Economic and resource 
cooperation  
Intercommunal trade  
Joint projects  
Private economic 
investment  
Health assistance  
Agricultural programs  
Aid conditionality  
Economic sanctions  
Humanitarian assistance  
Repatriation or resettlement 
of refugees and displaced 
people 
Political development and governance measures 
Political party building  
Political institution building  
Election reform, support and 
monitoring  
National conferences  
Civil society development 
Training of public officials  
Human rights promotion, 
monitoring and institution 
building  
Power sharing 
arrangements  
  
Decentralization of power 
Trusteeship  
Protectorates  
Constitutional commissions 
and reform 
Judicial and legal measures 
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Commissions of inquiry, war 
crimes tribunals  
Judicial/legal reforms  
Constitutional commissions 
Police reform  
Arbitration   
Adjudication  
Support for indigenous legal 
institutions  
Communication and education measures 
Peace radio, TV 
Media professionalization 
Journalistic training  
International broadcasts  
Promote alternative 
information and 
communication sources  
Civic education  
Formal education projects  
Peace education  
Exchange visits  
Training in conflict 
management, resolution and 
prevention   
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Appendix 2: The Utstein Peacebuilding Palette 
 
  
Reconciliation and justice 
• Dialogue between leaders of different 
groups
• Grassroots dialogue 
• Other bridge building activities 
• Truth and reconciliatio commissions 
• Trauma therapy and healing 
Security
• Humanitarian mine action
• Disarmament, demobilisation and 
reintergration of combatants and child 
soldiers
• Security sector reform 
• Small arms and light weapons
Socio-economic foundations 
• Physical reconstruction 
• Economic infrastructure
• Infrastructure of health and education 
• Repatriation and return of refugees and 
internally displaced persons (IDPs).
• Food security 
Political framework 
• Democratisation (parties, culture)
• Good governance (accountability, rule of 
law , justice system)
• Institution building 
• Human rights (monitoring law, justice 
system)
Peacebuilding
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Appendix  3: Activities in the OECD Peacebuilding Model 
Socio-economic 
development  
Good governance  Reform of justice 
and security 
institutions  
Culture of truth, 
justice and 
reconciliation  
Balanced physical 
reconstruction  
Civil society  Security sector 
reform (police, 
military, 
intelligence) 
Enhancing non-
violent dispute 
resolution 
mechanisms 
Sound and equitable 
economic management  
Freedoms of 
expression, 
association and 
press 
Small arms and 
light weapons 
reduction  
Dialogue among 
conflicting groups 
Equitable distribution of 
development benefits 
Media 
development  
Non-violent 
accompaniment  
Prejudice reduction 
or diversity training  
Gender equality  Power sharing  Community 
policing  
Trauma healing  
Equitable access to 
services  
Participatory 
processes  
Peacekeeping  Conflict resolution 
skills training  
Repatriation/reintegration 
of displaced persons  
Improved access  Non-violent 
observers  
Peace education  
Sustainable use of (and 
equitable access to) 
natural resources 
Democratisation  Disarmament, 
demobilisation and 
reintegration of 
combatants 
Transitional justice  
 Electoral 
processes  
De-mining  War crimes trials  
 Transparency and 
accountability  
 Reparations  
 Anti-corruption and 
good governance 
programs  
  
 Human rights 
protection  
  
 Rule of law    
TRANSFORMING ATTITUDES, STRUCTURES, RTELATIONSHIPS AND 
BEHAVIOURS 
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Appendix  4: Core values and key competencies of CPSC 
Core value  Description  
Empathy  I work to understand the depth of feeling of the various stakeholders in 
a conflict in order to take everyone’s interests into consideration before 
acting. 
Humility  I value as equal to my own the knowledge and experience of others 
and their contribution to the mission at hand. 
Personal 
maturity  
I am well aware of my own personal strengths and weaknesses; I work 
to put the former to their best use, and to remedy the latter. 
Sincerity  I am as I say and do. I do not pretend to be other than what I am. I 
aspire to be free of hypocrisy. 
Sound 
judgement  
I ensure that my decisions and actions take into consideration the 
interests of all concerned so that I can move forward with confidence. 
Strong desire to 
social justice 
and peace 
I use whatever knowledge, skills and experience I have to support the 
less privileged and oppressed. I am motivated to work toward a 
resolution of their plight. I believe in non-violent means to resolve 
conflict. 
Willingness to 
learn  
I have much yet to learn, I enjoy learning, and I seek out opportunities 
to learn in a variety of ways. 
Key 
competence  
Specific observable behaviours which characterize superior 
performers 
Communication  The exemplary performer communicates effectively orally and in writing 
in a manner that takes into account the audience being addressed. 
Listening or attending skills are as important as speaking or writing. 
Conciliation  The exemplary performer transcends conflict by creating options for 
resolution and inspiring creativity among the parties themselves. 
Conflict analysis The exemplary performer uses all available tools and input to determine 
the evident and underlying elements of a conflict so as to work toward 
peaceful resolution. These elements include past and present issues 
that fuel the conflict, as well as the role and use of power by various 
parties. 
Facilitation  The exemplary performer finds ways to assist people and organizations 
with diverse perspectives in working together to identify and achieve 
common goals and objectives. 
Mediation  The exemplary performer works successfully toward enabling 
individuals and/or groups to achieve deeper understanding of one 
another and to resolve their differences. 
Negotiation  The exemplary performer finds ways to assist organizations and 
individuals with seemingly divergent objectives and interests in 
reaching mutually acceptable agreements. 
Operational 
planning  
The exemplary performer effectively plans the steps required to attain a 
desired outcome. 
Peacebuilding  The exemplary performer effectively combines the use of a variety of 
competencies and tools to model characteristics of a peaceful 
community / society. 
Personal 
security 
The exemplary performer acts effectively to assure his/her personal 
safety, and the safety of others, while continuing to work toward the 
mission’s objectives. 
Strategic 
thinking 
The exemplary performer develops and closely adapts effective 
strategies to the mission’s objectives, clearly linking individual and 
group activities to those objectives. 
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Teamwork  The exemplary performer integrates individual and group objectives 
and efforts in order to work toward shared goals. 
Source: McNaughton (2007: 5-8)McNaughton (2007: 5-8)McNaughton (2007: 5-
8)McNaughton (2007: 5-8) 
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Appendix 5: Essential attributes: Academic programmes versus Employer 
needs 
Academic Programs Employers  
Theories of conflict analysis: identify and 
understand the political, historic, military, 
socio-economic, governance, organizational 
and institutional issues that are relevant to 
the existence of particular violent conflicts 
Field experience: work and internships, 
understand the relevance of the roles and 
capacities of international and regional 
organizations, as well as the various 
governmental units who are addressing 
issues of conflict 
Theories of conflict resolution: Structural 
theories address issues of justice, equity 
and rights, and political, constitutional, 
legislative, military and governance issues. 
Psycho-cultural theories are those that 
address the lack of communication, trust 
and positive relationships between the 
groups in conflict 
Program management: program planning 
and design, monitoring and evaluation, 
budgeting, and writing skills 
Country- or region-specific: multicultural 
skills, emerging foci such as evaluation, 
terrorism, 
security and conflict, environment, 
stabilization and reconstruction 
Country- or region-specific: multicultural 
and language skills 
Political issues: legislation, equity work, 
political agreements, human rights norm 
setting, constitutional developments, social 
capital development, military, political and 
economic approaches, as well as dialogue 
and mediation approaches 
Applied conflict analysis and resolution 
skills: facilitation, dialogue, training, and 
conflict resolution mainstreaming, research 
expertise, conducting successful 
assessments and evaluation 
Applied knowledge and skills: internships  
and international opportunities that provide 
students with concrete work skills and 
practical knowledge of the how the field 
operates 
Sector-specific, practical, technical 
expertise: civil society, democracy and 
governance, gender, civilian-military 
cooperation 
Source: Carstarphen et al. (2010b: 4)Carstarphen et al. (2010b: 4)Carstarphen et al. (2010: 4) 
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Appendix 6: List of identified Knowledge, Skills and Abilities required by peace 
builders 
Knowledge  Skills  Abilities  
1. Peacebuilding theories  
2. Social change theories  
3. Socio-political aspects of 
conflict 
4. Cross-cultural 
considerations  
5. Theories of power 
dynamics 
6. Conflict management 
styles  
7. Conflict analysis 
techniques 
8. Negotiation processes 
9. Mediation processes  
10. International relations 
theories 
11. Development processes  
12. Reconciliation processes  
13. Conflict resolution  
14. Democratisation 
processes 
15. Theories of diplomacy  
16. Institution building 
theories  
17. Gender analysis theories  
 
 
1. Managerial skills 
2. Interpersonal 
communication 
skills  
3. Organisational 
skills  
4. Computational 
skills  
5. Problem solving 
skills  
6. Creative thinking 
skills  
7. Personal 
management 
skills  
8. Funding proposal 
writing skills  
9. Report writing 
skills  
10. Research skills  
11. Oratory skills  
12. Negotiation skills  
13. Leadership skills  
14. Political strategy 
skills   
 
1. Ability to handle negotiation 
processes 
2. Ability to handle mediation 
processes  
3. Ability to be impartial (not 
taking sides) 
4. Ability to identify root causes 
of conflict  
5. Ability to be objective (free 
from overt bias) 
6. Ability to tolerate diversity  
7. Ability to manage disaster 
situations  
8. Ability to identify spoilers in a 
conflict  
9. Ability to work in stressful 
environments 
10. Ability to handle emotional 
issues  
11. Ability to deal with sensitive 
issues  
12. Ability to building and manage 
networks with stakeholders 
13. Ability to handle pressure 
14. Ability to sources funding  
15. Ability to identify structural 
hindrances to peace 
processes   
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Appendix  7: A snap-survey of graduate PACS programmes 
Program Institution Duration Focus Field Work 
1. Master of Arts in 
Crisis 
Management 
Studies 
Tribhuvan 
University 
(Nepal) 
2 years  Theoretical and 
practical aspects of 
crisis management 
Field visits, 
excursions and 
simulation 
exercises  
2. Master’s in 
International 
Humanitarian 
Affairs 
Fordham 
University ( 
18 
months 
to 5 
years 
International 
Humanitarian 
Affairs 
Course targets 
humanitarian 
professionals in 
the field 
3. The Erasmus 
Mundus Master 
course in Public 
Health in 
Disasters 
University of 
Oviedo (Spain) 
1 year  Public Health in 
disaster situations 
A hands-on, 
practical 
internship 
4. MSc 
Humanitarian 
Programme 
Management 
Liverpool 
School of 
Tropical 
Medicine 
2 years Skills, knowledge 
and understanding 
of humanitarian 
issues 
A research 
project, usually 
overseas 
5. MA in 
Humanitarian 
Action 
University of 
Malta 
18 
months 
Knowledge and 
skills to work in 
complex 
humanitarian 
settings 
M.A. 
dissertation 
6. Master of Arts in 
Human Rights 
and Conflict 
Management 
Scuola 
Superiore 
Sant'Anna 
1 year linkages between 
human rights and 
conflict 
management theory 
and practice 
Internship  
7. Master in 
International 
Development 
Practice (MIDP) 
University of 
Limerick, 
Ireland 
18 
months 
Expertise in the 
area of international 
development 
practice 
International  
placement 
8. Master of 
Advanced Studies 
(MAS) in Peace & 
Conflict 
Transformation 
University of 
Basel 
2 years  Civilian 
Peacebuilding 
Internship  
9. Master of Science 
in Global 
Community 
Development 
(GCD) 
Southern 
Adventist 
University 
2 years Sustainable 
capacity building for 
at-risk global 
communities 
Field Practice 
Internship 
10. MSc in 
International 
Humanitarian 
Affairs (MIHA), 
University of 
York 
Exclusiv
ely  
online 
and part-
time  
International  
humanitarian affairs 
Course targets 
professionals in 
the field 
Source: The Relief Web website http://bitly.com/1rclNm5   
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Appendix 8: The six steps of contribution analysis (Mayne 2001, p. 9) 
 
Step 1 
Develop a program logic that details how a program is intended to work. The 
program logic should provide a plausible association between the activities of the 
program and intended outcomes. Some components of the program logic will be 
understood or accepted while others will be less so and require clarification. 
 
Step 2 
The results chain (produced from step 1) will provide an indication of the intended 
results (outputs, intermediate and end outcomes) that can be measured. Existing 
evidence for the occurrence of these results is identified. Additionally, assess the 
links in the results chain. Some will be supported by strong evidence while others will 
be weak and require additional data or information. 
 
Step 3 
Assess alternative explanations. In addition to assessing evidence linking a program 
to results, consideration must be given to the influence of external factors (e.g. other 
programs). Evidence or logical argument might suggest that some have only a small 
influence while others may have a more significant influence on the intended results. 
 
Step 4 
Use this information to create a performance story of why it is reasonable to assume 
that the actions of the program have contributed to the observed outcomes. 
Questions that should be considered at this point include: 
■ How credible is the story? 
■ Do reasonable people agree with the story? 
■ Does the pattern of observed results validate the results chain? 
■ Where are the main weaknesses in the story? 
The identification of limitations will point to where additional data or information is 
necessary. 
 
Step 5 
Seek out additional evidence to improve the program’s performance story. This can 
involve information on both the extent of occurrence of specific results in the results 
chain and the strength of certain links in the chain. 
 
Step 6 
Revise and strengthen the performance story. This involves using new evidence to 
build a more credible story, that is, one that a reasonable person will be more likely to 
agree with. It will probably not be fool proof, but will be stronger and more credible. 
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Appendix 9: The Rotary Training Model 
 
Rotary Program Assumptions:  
1. IF we provide funded educational opportunities to a cohort of individuals from diverse 
cultural backgrounds with leadership potential, THEN we will groom a new generation 
of peacebuilders who can effectively promote peace, goodwill and world 
understanding.  
2. IF we transform the consciousness, attitudes, and behaviours of many individuals, 
through academic and professional acumen based on research, teaching, publication 
and knowledge on issues of peacebuilding, conflict resolution and development, THEN 
we will create a critical mass of people who will promote peace, goodwill and world 
understanding. 
3. IF Peace Fellows are successfully groomed as peacebuilders, THEN they would 
undertake work that promotes peace, goodwill and world understanding.  
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Appendix 10: Country of origin of former Peace Fellows 
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